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DISCLAIMER

The views, opinions, and/or findings contained in this report are those of the study group
authors(s) and should not be construed as an official Department of the Army position, policy
or decision, unless so designated by other official documentation.

The words “he.” “him.” and “men,” when used in this report represent both masculine and
feminine genders unless specified otherwise.
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ANNEX JJ

SURVEY

1. PURPOSE: To evaluate the Officer Professional
Development System (cducation. training. socialization
and assignments) thrcugh the use of survey question-
naires.

2. DISCUSSION:

a. After a two month period characterized by exten-
sive rescarch. design of analysis plans, pretestings and
technical/sensitivity reviews by a panel of survey meth-
odology cxperts, two questionnaires were developed to
assist the PDOS needs analysis. The first instrument was
designed expressly to survey commissioned officers —
the second. to survey gencral officers.

b. Commissioned Officer Survey.

(1) The 1984 Officer Professional Development Sys-
tem Survey (Appendix i) was mailed to 23000 randomly
sciected commissioned officers during the first week of
August 1984

{2) The 93 survey questions (plus 12 demographic
items) focus on the status of the current system: develop-
ment of officers for current assignments: military
schools; civilian education programs; officer prepared-
ness and professionalism: unit assignment expericnces:
and other issues that influence the development of
officers.

(3) As of 1 October 1984, surveys had been received
from 14046 officers (51% company grade. the remainder
field grade). Fifteen hundred surveys had been returned
as “‘non-deliverable.” All grades. branches and year
groups were adequately represented.

(4) Statistical tables with remarks for each item arc
at Appendix 2. Content analysis of thosc 3,684 surveys
returned with written remarks is at Appendix 3.

¢. General Officer Survey.

(1) The 1984 Professional Development of Officers
Study General Officer Survey (Appendix 4) was mailed
to all serving general officers the first week of August.
1984.

(2) The 139 questions (plus 11 demographic items)
ask the tough questions that must be addressed in order
to consider the direction which the Officer Professional
Development System must take to meet the needs of the

future out to and including the year 2025. Topics
addressed include: professionalism and readiness: offi-
cer preparedness: weakest areas of officer preparation;
assignment preparation: military schools: development
for general officer assignments; issues for the future:
gencral officer guidance; and a number of open-eaded
subjective questions.

(3) As of 1 November 1984, surveys had been
reccived from 333 general officers. All grades and cate-
gories of general officer were adequately represented.

(4) Statistical tables. with remarks for each item,

arc at Appendix 5 and reflect all responses as of 1
November 1984.

d. Findings.
(1) Major Trends and Issues.

(a) Appendix 6 identifies the major trends and issues
that emerged from analysis of the PDOS surveys. The
data are presented to highlight the major strengths and
challenges facing the component parts of the Officer
Professional Development System.

(b) Statistics for Appendix 6 are current as of |
October 1984 (i.c.. 285 general officers and 14.046 com-
missioned officers). Differences in general officer
responses between the 1 October sample of 285 and the
1 November sample of 333 are not significantly statistical-
ly different in most cases.

(c) Thosc survey issues about which general officers
and commissioned officers hold dissimilar perceptions
arc at Appendix 7.

(2) Strengths.

(a) The officer corps is the strongest it has been in
the memory of serving gencral officeis—the system is
not perceived to be “*broken.”

(b) Duty satisfaction across all grades is high.

(c) The individual officer considers himself to be
professional.

(d) A mecrioring style of lcadership is accepted/
desired by most.

(¢) The schoothousc is gencrally effective—it
cnhances readiness and development: the timing of
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school attendance during a carcer 1s generally “about
nght” and schools are judged to have an appropriate
amourt of technical. tactical. and leadership content
(however. sece “challenges™ below): CAS3 is being
implemented with “high grades.”

(Hh The Advanced Civil Schooling program is
helpful—it enhances skills and helps retention.

(g) The unit and organization experience is recog-
nized as the key to the development process.

(h) The role of the individual in proactive pursuit
of development opportunities is recognized.

(1) The overall selection system is seen as working
well.

(3) Challenges.

{a) There are challenges to optimizing the develop-

ment of officers. particulary with regard to officer pre-
parcdness and warfighting skills.

(b) Basic cducational skills arc a problem for too
many.

{¢) School currently occurs “too late™ for many cap-
tains.

{d} There 1s room for improvement ;n instruction
quality and mcthodology at the basic and advanced
course levels.

{c) Unit expericnces represent a key to
development—but there are many interruptions and unit
programs nced work.

e N a L L L e L Ly T L L e I A YA A L TR e e R TR A VOVET TR IR T,

(f) Leadership is critical—but too many officers per-
ceive that they do not have mentoring leaders and schools
do not contribute as effectively as they might in this
regard.

(2) A formal “short-course™ type of development
program for general officers is desired.

(h) Role ambiguity exists in the coordination of the
development process.

3. RECOMMENDATION: That the Army Rescarch
Institute for the Behavioral and Social Sciences (ARI)
continue the analysis of survey data and provide ODC-
SPER. ODCSOPS. and Commander. Training and Doc-
trinc Command a detailed report of results no later than
first quarter. CY 1986.

APPENDIXES
1. Commissioned Officer Survey
2. Statistical Tables (Co:nmissioned Officer)
3. PDOS Content Analysis of Survey Remarks
4. General Officer Survey
5. Statistical Tables (General Officer)
6. Major Trends and Issues

7. Dissimilar Survey Perceptions (General Officer
and Commissioned Officer)

8. Action Plan
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Appendix 1 to ANNEX JJ

COMMISSIONED OFFICER SURVEY

1. PURPOSE: To present a copy of the Commissioned cer Survey booklet as used by officers of the rank of Licu-
Officers Survey. tenant through Colonel 1s at Tab A.

2. DISCUSSION: A copy of the Commissioned Offi- TAB A—Commissioned Officer Survey

o, - e - - -
(VN & eI R e e N At
My W T n N
AT

; ~ -
LTS A - Nl “’..‘_'"}f'h“"a\

-V



N TP T L i e F R E T TV LA A TN E T L S TS AT I UWATY LT ATV D AL TN TR LW AN T RN TR UV VR I T U B LN TR LR DS ALY T LWl %W L™
T by SRR PN S £ s t: - ? L . . e " P
a

L

N A & e
AL

R

&5

»
s

UNITED STATES ARMY
THE CHIEF OF STAFF

Y
i

Pl

P

gy o ot
LR
o

",

M — .l
S

¢ ik fon e
L

I
¥
ML

+ o

SUBJECT: 1984 Officer Professional Development System
Survey

BT,

%

e

TO: Commissiaoned and Warrant Officer Survey Participants

9 30

2 0E
1. You have been selected to participate in the 1984 i
-7 Officer Professional Development System Survey. Your ,ﬁ,“
response will be used to evaluate the ability of officer e
b education, training, and socialization programs to meet Y
g future Army needs. |
%
\ 2. Please complete and return the survey within 48 Y
hours. Because this study will shape the future ]
o development of our officer corps, we need your candid 7]
N opinions. i‘
iS N
3 /{M()J\ . P
= Encl Al WICKHAM, JR. E“"
eral, United States Army 3
- ief of Staff =
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OVERVIEW

This survey presents you with an opportunity to provide information about

issues important to the Army. Be candid in your responses, for this will

help in the assessment of today's Officer Professional Development System.
Your input will help identify issues and provide a sensing on the state of
the officer corps.

Over the next several pages you are asked to respond to items that are
designed to:
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(1) Assess your development for your current assignment.

(2) Evaluate military schools.

(3) Determine the value of civilian education programs.

(4) Sample perceptions about professionalism in the officer corps.

(5) Measure feelings toward various developmental opportunities,
assignments, and issues,

(6) Evaluate the officer professional development system in general.

(7) Make recommendations for the future.

(8) Take the pulse of the officer corps.

Thank you for your time and effort.
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GENERAL INSTRUCTIONS FOR SURVEY PARTICIPANTS

1. Use only a No. 2 pencil when completing the answer sheet.

2. Do not place your name or social security number (SSN) anywhere on the

answer sheet or booklet. This will assure that your responses remain truly
anonymous.

3. Auswer all questions as of T August 1984, even though you may be
completing the questionnaire after that date.

4. Be sure the question number that you mark on the answer sheet is the
same as the question number in the survey booklet.

5. You may make only one response for each question. Blacken the circle on
the answer sheet that has the same letter or number as the response which

you have selected in the bookiet. Do not make any other marks or write on
the answer sheet.

6. Fill in the circle compietely with a heavy mark, but do not go outside
the circle. Look at these examples:

Rolololel lolelolole 1000ONOOOOQ
IcHT WAy 2 OOOBOOOEOO WRONG WAY 2 OOPOOOOOOQ
10 ARK 3 @OOOOOOBO0 0 MR H5EEEOOO0
ANSWER SHEET | 0000000000 o S, 0000000000
s HOOOOOOOOD s GOOOOOOEGOC

7. If you make a mistake, erase the mark completely before you enter a new
one.

8. You are not required to answer any question which you find objectionable.

9. 1If the possible responses to a question do not fit your opinion exactly,
please choose the response which most nearly approximates your view.

10. Space for additional handwritten comments has been provided for certain
questions and on the Tast page of the survey.
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‘Q INSTRUCTIONS FOR COMPLETING THE FRONT OF THE ANSWER SHEET

Q!

f The front of the answer sheet contains lettered columns. These columns are

L. used to state background information. Please complete the Tettered columns

% as follows:

j; COLUMN A: Blacken the circle corresponding to your pay grade.

v COLUMN B: Enter the total amount of your Active Federal Military Service

B (AFMS) completed as of 1 August 1984 by blackening the appropriate circles

o in Column B. (Be sure to include all federal service in an active status,

- whether part was commissioned, warrant or enlisted service). Round partial

o years upward to the next higher whole year. If your AFMS is 9 years or

> less, be sure to blacken the 0 in the left sub-column. (Ignore the third

: sub-column which contains letters.)

) f- 2
o COLUMN C: Select the letter which corresponds to your basic branch and g?j
i bTacken the appropriate circle. {o
- [0
N A. Adjutant General H. Finance o
3 B. Air Defense Artillery I. Infantry =
S C. Armor J. Military Intelligence e
. D. Aviation K. Military Police N
& E. Chemical L. Ordnance &0
- F. Engineer M. Quartermaster ‘ot
- G. Field Artillery N. Signal Y
H 0. Transportation

L

" COLUMN D: Select the Tetter below that corresponds to the command to which

a5 you are assigned. Blacken the appropriate circle in Column D.

A

s A. US Army Europe and Seventh Army (USAREUR)

- B. Eighth US Army or other US Army forces in Korea (EUSA)

- C. US Army Japan, including US Army forces in Okinawa (USARJ) .
S D. US Army Western Command {WESTCOM) t;é
- E. US Army Training and Doctrine Command (TRADOC) iy
. F. US Army Forces Command (FORSCOM), including US Army forces in 9y
- Alaska, Panama, and Puerto Rico i
] G. US Army Materiel Development and Readiness Command (DARCOM) B
H. US Army Military District of Washington (MDW) -4
- I. US Army Health Services Command (USAHSC) g
128 J. US Army Recruiting Command (USAREC) :
b K. US Military Academy (USMA) W
o L. HQDA Staff Elements or their field activities (MILPERCEN, TAGCEN, o
) 0CE, OSA, AND OTJAG) A
- M. Duty with Reserve and National Guard 4
o N. Joint or Combined Headquarters e
P 0. INSCOM -
P P. US Criminal Investigation Command (USACIDC) Ay
- Q. Other i
T 4 e
R -
oy o
A ./-;'_-
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COLUMN

F:

Combat

Combat Support

Combat Service Support

ROTC or USMA Staff and Faculty
Garrison/installation staff
Recruiting, Readiness Regions

COLUMN E: Indicate the type of unit to which you are assigned by selecting
the appropriate code from the tabTe below and blackening the proper circles
in Column E.

Corps or higher level staff (includes MACOM, DA, etc.)

Duty with Reserve and National Guard

Training (includes service school staff and faculty)

Other

SPECIALTY CODES

Infantry

Armor

Field Artillery

Air Defense Artillery
Aviation

Special Forces
Engineer

Topographic Engineer

Facilities/Contract/Construction Mgmt

Communication-Electronics
Communication-Electronics
Engineering

Military Police

Military Intelligence
Counterintelligence - Signal
Security, Human Intelligence
Signal Intelligence, Electronic
Warfare

Personnel Programs Management

Administrative & Personnel Systems

Management

Community Activities Management
Finance

Comptroller

Public Affairs

48
49

51
53
54
Al
72

73

74
75

81
82

92

95
97

Indicate your initial specialty (previously referred to as
primary specialty) by blackening the appropriate circles in Column F.
Blacken the circle corresponding to the first digit in the first sub-column
and the circle corresponding to the second digit in the second sub-column.

Foreign Area Officer
Operations Research/
Systems Analysis
Research and Development
Nuclear Weapons
Automated Data Systems
Management

Operations Plans/
Training/Force
Development

Aviation Logistics
Communications-
Electronics Materiel
Management

Missile Materiel
Management

Chemical

Munitions Materiel
Management

Petroleum Management
Subsistence Management
Maintenance Management
Materiel/Services
Management
Transnortation
Procurement
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COLUMN G: Using the list from Column F, indicate your additional specialty
!previously referred to as alternate specialty) by blackening the
appropriate circles in Column G. If you have not had an additional
specialty designated, use Code 00,

COLUMN H: Enter the Tast two digits of your year group.
COLUMN I: Please indicate your sex.

A. Male
B. Female

COLUMN J: Do yc¢ lan to make the Army a career? (That is, 20 or more
years of service.,

A. Yes, I plan to remain in the Army as long as I can beyond 20.

B. Yes, I plan to retire at 20.

C. Yes, but I am undecided as to when I will retire.

D. 1 have made no decision as to whether or not I will make the Army
a career.

E. No, I do not plan to make the Army a career.

COLUMN K: Which of the following joint service schools have you attended? s
LUV ¢
A. I have not attended any joint service schools. 5
B. National War College EAee
C . I CAF %}E':_{,’.
E. Other g
COLUMN L: Through which of the following did you receive your commission? A

v

01 0CS 3

02 USMA By

03 ROTC 5

04 Direct Appointment '?:i

05 Other SR
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?%3;

il BRI WA lBA 0 e s it e e R 5Ty n
L A TR s N G e e a4

6 .‘-:,:'n:
|
=

S, ASARSE
3 St
X [ -.‘.
o
o
‘;;.4'*1.
I
P
R

IR P N Y Sty ST e 2N i .( - P R T R oo e N

"--s‘w- e T AT AT Ty R {

- "M LI ) Ja ~ - 4 I A .

ot A ST A T R Y ._-'A, ". *‘.;EA:{‘,_'*,._-’,L- .gf ~roed {‘;{“ A R o telet e




DEVELOPMENT FOR CURRENT ASSIGNMENT 'fii
1. Please indicate which choice below best describes your current ;?E
assignment. (Previous assignment if you are currently in school.) NS
A. Commander i;;
B. Division/Brigade/Battalion Staff R
C. High level staff (corps and and higher Tevel) Ao
D. Combined or Joint Staff Yy
E. Installation Staff S
F. Instructor RN
G. Specialty Immateriql Assignment —
H. Other (please specify) e
i
2. Are you currently working in a duty position that requires you to use ;h
either your initial or additional specialty skills?
A. Yes; initial specialty only
B. Yes; additional specialty only
C. Yes; both initial and additional specialties
D. No

3. How satisfied are you with your current duty position?

A. Very satisfied

B. Satisfied

C. Slightly satisfied

D. Slightly dissatisfied
E. Dissatisfied

F. Very Dissatisfied

4, Select the skills which are most important to you in your current duty
position. (Previous duty position if currently in school.)

>

Leadership and human relations

Time management skills

Resource management (other than time) skills
Setting priorities/goals

Technical/tactical skills

Development of organizations

Concept integration/cognitive skills
Communication skills (written and oral)
Other
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5. How far forward do the longest programs/projects over which you have
control in your current job extend (i.e. How far forward do these
programs/projects have an impact/payoff/results)?

1 week or less

Between 1 week and 1 month
Between 1 and 3 months
Between 3 and 6 months
Between 6 and 12 months
Between 1 and 2 years
Between 2 and 5 years
Between 5 and 10 years
Between 10 and 15 years
More than 15 years

e« o o o

LI MOTMMODOmI>

6. Including both duty and nonduty time, indicate the average number of
hours per week you believe you could devote to a correspondence type of
course during your current assignment.

A. 1 hour or less

B. About 2 hours

C. About 3 hours

D. About 4 hours

E. About 5 hours

F. About 6 hours

G. More than 6 hours

For items 7 and 8, use the following response set:

A. Strongly agree

B. Agree

C. Slightiy agree

D. Slightly disagree
E. Disagree

F. Strongly disagree

Professional Development - The preparation of officers to effectively lead
the Army and efficiently manage its resources. It is an interactive process
involving the military school system, the unit, the individual and the
personnel center in educating, training, socializing and assigning the
officer corps.

7. 1 have sufficient opportunity in my current assignment to further my
professional development.

8. In my current assignment, I have a mentor that is helping to prepare me
for future assignments. (A mentor is someone, normally a superior, who acts
as though he/she were a coach, a parent, a teacher, etc.)
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N
For items 9 through 16, indicate to what extent each learning experience
actually helped prepare you to perform the duties in your current
assignment. (Previous assignment if currently in school.)” For each item
use the following response set:
A. Fxtremely helpful
B. Somewhat helpful
C. Little or no help
D. Not applicable
9. Service Schools (resident):
10. Service Schools (non-resident):
11. Advanced Civil Schooling (Masters or doctorate):
12. Correspondence Course (either military or civilian; other than non-
resident service school): E
=
13. Civilian contract short-course training: g;{
14, Self study: ;Zg
ki
15. On-the-job training/unit experience: ‘%j
16. Coaching or teaching by mentor:
[
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EVALUATION OF MILITARY SCHOOLS

17. Please indicate the most recent military school completed from the list
below:

A. O0BC (Officer Basic Course)

B. OAC (Officer Advanced Course)

C. CAS 3 (Combined Arms and Services Staff School)

D. CGSC (Ccmmand and General Staff Officers Course) (non-resident)
E. CGSC (Command and General Staff Officers Course) (resident)

F. AFSC (Armed Forces Staff College)

G. AWC (Army War College) (non-resident)

H. AWC (Army War College) (resident)

I. ICAF (Industrial College of the Armed Forces)

R
Agud iy

by

J. NWC (National War College) L
K. Other Service War College =%
L. Flight School bty
M. Giner ok
N. None of the above 5
18. How long ago did you complete the school indicated in item 177 ?ﬁ
A. Less than 1 year $i
B. Less than 2 years but more than 1 year iy
C. Less than 3 years but more than 2 years B
D. Less than 4 years but more than 3 years EZ
E. Less than 5 years but more than 4 years fos
F. Less than 7 years but more than 5 years e
G. Less than 9 years but more than 7 years o
H. Less than 11 years but more than 9 years s
I. More than 11 years g
J. Does not apply L
23]
5y
.".v
Items 19 through 21 ask you to evaluate the appropriateness of the amount of [
content in your most recently completed school {see item 17) devoted to each ”}
of three possible training/education areas. Use the following response set i
to answer each item: gﬁ
i
A. Too much géﬁ
B. An appropriate amount b
C. Too little P
D. Not applicable roe
19. The amount of content devoted to technical skills was: ?fi
20. The amount of content devoted to tactical (strategic %?ﬁ
for Senior Service College) skills was: T
N
21. The amount of content devoted to Teadership and human relations e
skills was: e
10 SR
.Q’L.
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- Items 22 through 25 ask you to evaluate the quality of the
b training/education provided in the Tast school you attended as noted in item
- T7. For each item, use the following response set:

A. Excellent

B. Good

C. Fair

D. Poor

E. Very Poor

F. Not applicable

Education - Knowledge that broadens one's ability. Teaches how to think and
decide; teaches reasoning and judgement; provides values and insights.

Training - Skills for performing duties in specific work assignments.
Teaches individuals how to do something.

22. The quality of the technical training was:

23. The quality of the tactical training (strategic for Senior Service
College) was:

24. The qualivy of the leadership and human relations skill training was:

25. Overall, the quality of the instruction provided by the faculty
in this school was:

- 26. The standards for academic performance in this school were:

A. Too high
B. About right
C. Too Tow

D. Not applicable

' 27. Relative to the time I really needed the content covered in this
school, the course occurred:

A. More than two years too early.

B. A little too early (but not more than two years).
C. I was able to apply the content immediately.

D. A little too late (but not more than two years).

]
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- E. More than two years too late. §§§<
: F. Don't know s

G. Not applicable

28. To what extent did this school experience contribute to your
professional development as an officer?

K A. A critical contribution
A major contribution
Some contribution
Little contribution

Ne contribution

No opinion

Not applicable
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Items 29 through 31 ask you to indicate your agreement with a number of
statenents concerning the school you most recently completed as indicated in
item 17. Indicate your agreement using the following response set for items
25 and 30:

Va0,
v

'l'

s,

3%

. Strongly agree
Agree

Slightly agree
Slightly disagree
Disagree

. Strongly disagree
. No opinion

.

OHOMMOO >
.

29. My most recent school effectively prepared officers to
become mentors.

30. This school prepared me to more effectively perform my wartime duties.

i (4

3

»

31. How helpful do you think your most recent military school experience
will be to you in your future assignments?

v

T

"
P
v

'l
"y

A. Extremely helpful.
B. Somewhat helpful.
C. Little or no help.
D. Don'‘t know

E. Not applicable




CIVILIAN EDUCATION

32. Indicate the highest level of civilian education you have completed.

A. Doctorate Degree

B. Masters Degree

C. Professional Certificate (Graduate level but Tess than a Masters)

D. Bachelors Degree

E. Professional Certificate (Undergraduate Level but Tess than a

Bachelors) 5

F. Associate Degree 4

G. 2 or more years of college (but no degree) L’

H. Less than 2 years of college (

I. High school graduate or GED equivalent with no college 3
33. What is/was the source of your graduate deqree (masters or doctorate)? Ex

A. Fully-funded program %?

B. Degree Completion Program %f

C. Cooperative Degree Program (COOP - CGSC/AWC) e

D. Off duty - on own i)

E. Prior to accession i

F. Other o

G. I do not have a graduate degree.

LI NG |

34. What is/was your primary intent in obtaining an additional degree &w
(masters or doctorate)? gk

A. 1 do not intend to obtain an additional degree. b3

B. To serve more effectively in either or both of my specialties. =

C. Professional intellectual growth R

D. Will make me more competitive for promotion or school selection. !

E. To aid in obtaining a good civilian job after I separate from the i

service, r

F. Will help me obtain the assignment I want. Y

G. Other ?7

35. To what extent does/did the opportunity to acquire additional civilian FAZ
education while in the Army influence your decision to remain on active duty? §§§

(Y

A. A great deal S?

: B. Moderately =
il C. olightly e
e D. Does not apply; I would remain on active duty regardless. B
b E. Does not apply; I will not stay on active duty. oo
- e
o 36. An officer should acquire an advanced degree (masters or doctorate) e
Eﬁ; even if the Army does not fund it. T
s A. Strongly agree oy
Py B. Agree N
@§ C. Slightly agree 2
. D. Slightly disagree 1
;‘,ﬁ‘» E. Disagree 3
St F. Strongly disagree =
B G. No opinion i
3 13 S-
- §}

R T T LT SN Sl Yar, D I A R I N T L T .
LIPS I T » e de T W e CaFE RN WL A VRLIE fa®n " n 5™ aPa"a LA N LR A I L. PO e -
B T T L R N B L R LT S
RENS AR D b T I P AT AL A AT A ' R SRR A Y . £ a
; min e m A AR AT et AT B A A e adieo e L L LT

(T

m m kLY L w, mam ., A s~ w w mel -~ A -




R T e T T AT LW L DYWL N TR U N TR LN IR LW LT W UL LN AT T W Y IR T VN T Uy N VP P A TV I TS U T LTS el
e i X T ' SRS &

0

OFFICER PROFESSIONALISM

37. AI1 things considered, who in the military played the biggest role in
shaping your own professional military value system to date.

A. Company Commander
B. Battalion Commander
C. Brigade Commander

D. General Officer
E. Peers

F. School instructor
G. Supervisor

H: Someone during precommissioning (USMA, ROTC, OCS, etc.)
I. Noncommissioned officers
J. Other

Indicate your agreement with the statements contained in items 38 through 40
using the following response set:

A. Strongly agree

B. Agree

C. Slightly agree

D. Slightly disagree

E. Disagree

F. Strongly disagree "

G. No opinion X
38. ror me, service in the Army is more than just a job. %ﬁ
Army Ethic - Loyalty to the nation's ideals, loyalty to the unit, selfless %%f

service and personal responsibility.
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39. Overall, the officers with whom I work exemplify the Army ethic. Gy
fex
40. Al1 in all, the officers with whom I work exemplify the attitude that %{i
they are soldiers first and are physically and mentally prepared for war and T
combat. En
b
For items 41 through 43, use the following response set: r3g
\.}L
A. About 100% Exi‘{
B. About 75% L
C. About two-thirds i
D. About 50% A
E. About one-third P
F. About 25% 2SN
G. Less than 25% Y
H. Don't know BN
3
41. Of the officers at your grade that you know, what percent would make §;§.
good wartime leaders? ?Mi
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About 100%
About 75%

About two-thirds
About 50%

About one-third
About 25%

Less than 25%
Don't know
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42. What percent of the company grade officers in your current organization
are competent in their basic educaticnal skills (e.g. reading, writing, -
mathematics, oral communications)?

et
s

43. What percent of the warrant officers (WO1-CW2) in your current
organization are competent in their basic educational skills?

44, Overall, the greatest weakness in the development of officers in both
my branch and at my grade is in the area of:

A. Technical skills

B. Tactical skills

. Operational skills (e.g. integration of combined arms elements,

management of battlefield resources, etc.)

Concept Integration/cognitive skills and abilities

Leadership and human relations skills and abilities

A Tack of appropriate understanding of their role

A Tack of appropriate military values

Basic education skills (3R's)

. A failure to be a soldier first (i.e. physically/mentally prepared
for war and combat).

Other
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OTHER DEVELOPMENTAL EXPERIENCES

45, Select the developmental experience that made the greatest contribution
tc your professional development as an officer.

Precommissioning military experience

Military Resident Training/Education

Military Correspondence Education

Army-Sponsored Civilian Education

Duty Assignments/0JT

A commander's specific efforts to mentor, coach, or teach
Self-directed developmental efforts on my own time
Learning from peers

Other

46. How many hours per month does your unit devote to formal officer
professional development for company grade officers?

None

About 1 hour

About 2 nours

About 3 hours

About 4 hours

About 5 hours

About 6 hours

About 7 hours

8 hours or more

Don't know/my unit does not have company grade officers

47. How many years altogether have you spent assigned as a full-time
student in military and/or civiiian schools since commissioning?

None

About 1 year
About 2 years
About 3 years
About 4 years
About 5 years
About 6 years
About 7 years
About 8 years
More than 8 years
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:¥ For items 48 through 50, use the following response set:

o A. Strongly agree

- B. Agree
C. Slightly agree s
D. Slightiy disagree =,
E. Disagree N
F. Strongly disagree -
G. Not applicable o
H. No opinion el

-
A

3

48, Noncommissioned officers have played a significant role in my

professional development. k;

.‘\_‘
49. Overall, the group norms and role models present in organizations/units :};
in which I have served have made a positive contribution to my professional T

development as an officer.

3T

Lo

50. The formal officer professional development program in my unit
contributes significantly to my development.
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EVALUATION OF THE OFFICER PROFESSIONAL DEVELOPMENT SYSTEM
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For items 51 through 57, use the following response set:

g ¢
e 2
LI i e

A. Strongly agree

B. Agree

. Slightly agree

. Slightly disagree
. Disagree

. Strongly disagree
. Not applicable

. No opinion

ZTOHMMOO

51. Overall, the current education and training system for officers
enhances Army combat readiness.

et
52. Education and training opportunities have occurred at the proper time' '%:
in my career to date. §2w

- I

(e g
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53. Overall, I am satisfied with the professional development opportunities
afforded to me by my assignment pattern to date.

Y
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54. As things now stand, I am confident that appropriate opportunities for

..

L23p
E

professional dcovelopment will be made available to me as I need them during E;%
my career. L
g 2

55. The Army officer training and education system is preparing officers in
my branch to keep pace with the fielding of high-tech systems.

oSl

_r*ﬂ,
o
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L

56. The method of instruction in which small groups of students are taught
by a faculty team leader serving as mentor (coach/teacher) should be
expanded to all Army institutional schools for officers.
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57. A1l Army officers should receive training in joint and combined
operations.
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For items 58 through 60, use the following response set:

58.
59.
60.

What should be the primary purpose of 0BC?
What should be the primary purpose of 0AC?
What should be the primary purpose of CAS 3?

DOTMMOO W
. *

Preparation for command
Preparation for staff
Prepare for command and staff
Develop basic branch skill proficiency
Shared experiences with peers/others across the Army
Inculcation of Army values
Don't know
Other
(specity)

For items 61 and 62, use the fcllowing response set:

61.
62.

What should be the primary purpose of CGSC?
What should be the primary purpose of SSC?

MO O >
. ] . .

[ 3]

Operational Tevel warfighting skills
Preparaticn for command

Preparation for high level staff

Critical thinking/concept integration
Leadership and development of Targe/complex
organizations

Some combination of the above

Don't know

63.

The best action to be taken with respect to OAC, CAS 3, and CGSC is:

A.
B.
C.
D.
E.
F.
G.
H.

Keep all three
Delete OAC
Delete CAS 3
Delete CGSC

Merge OAC and CAS 3
Merge CAS 3 and CGSC
Other (specify)

Don't know; no opinion
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For items 64 through 76, use the following response set:

A. Strongly agree

B. Agree

C. Slightly agree

D. Slightly disagree

E. Disagree

F. Strongly disagree

G. No opinion; don't know

64. In my branch, there is currently a need for additional intensive
education/training in warfighting ang operational planning skills after CGSC
but prior to SSC.

65. In my branch, demands of the future battlefield will require that all °®
field grade officers continue their education and training beyond CGSC level.

1l T I B
' PR T [t
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66. CGSC (resident or non-resident) should be a prerequisite for attendance
at AFSC.

KIS
o

67. AFSC should continue to be considered a CGSC equivalent school.

o
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68. There is a need for additional education and training (resident or
non-resident) beyond SSC.
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69. Advanced civilian schooling is necessary for me to be proficient in at
least one of my specialties.

70. Resident course schools should not require students to complete
preliminary requirements prior to attendance.

71. Officers should continue to develop professionally through some type of
self study.

72. Some duty assignments within my grade level are more important to the
Army than others.

73. The opportunity for continued professional development should be weighted L

in favor of those with the highest promotion potential. Ry
74. The officer should be first a mentor and role model who instills Army ng
values and develops his subordinates as his most important responsibility. N

(5;::
75. The policy of early selection of a very few officers for promotion below TT;
the zone encourages officers to focus on short-term, high visibility goals. e

=0
76. Most officers are promoted before they become competent at their existing Qi X
grade level. :_:: i
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77. The number of officers attending CGSC each year should be:

A. Expanded to accommodate all eligible officers
B. Remain the same

C. Reduced

D. No opinion; don't know

78. Who should attend CGSC?

A. A1l officers

B. Only those officers with potential for command

C. Those officers with potential for high level staff assignments
D. Both B and C

E. Other

F

No opinion, don't know

.

79. The policy for below the zone selections for promotion should be:

. Py e et n »
G [y r-,-'t'/'

A. Remain the same as now
B

. Expanded to include selection of all those fully qualified
for selection below the zone

‘v
c" nl'

C. Abolish below the zone selections i;

D. Don't know 2

=

80. How much time is required for officers in your branch to spend in iﬁ
resident schooling (both military and/or civilian) during a 20-year career in i

order to stay current in their field? gl

A. Less than 1 year g;

B. About 1 year L4

C. About 2 years o

D. About 3 years &

E. About 4 years &3

F. About 5 years o

G. About 6 years =

H. About 7 years 3

I. About 8 years i

N

81. #hich of the following should have the primary responsibility for ;f
professional development of officers in your career field. <

b

A. MILPERCEN =4

B. The branch proponent (e.g. service school). -

C. The commanding officer/supervisor in each duty assignment. “i2

D. Each individual officer is responsible for his/her own development. -
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OTHER COMMISSIONED OFFICER ISSUES

For items 82 through 84, use the following response set:

A. Strongly Agree

. Agree

. Slightly agree
Slightly disagree
Disagree

Strongly disagree

No opinion; don‘t know

OTITmo o™
.

82. A factor in the evaluation of commanders should be the degree to which
they adequately develop the officers serving under them.

83. In the event of rapid mobilization, 1 have been prepared to assume
command and/or staff positions two levels above my current assignment.

84. The highest priority of the Officer Professional Development System §i
(0PDS) should be to prepare officers to assume command positions. Ei
85. Increased resources should be apnlied to developing officers in your Ei
branch for: £
A. TOE type assignments i3

B. TDA type assignments I«

C. Both TOE and TDA type assignments h

D. No change from current emphasis 3

E. No opinion; don't know il

86. Should officers be required to pass a military skills competency test i%
prior to promotion to the next grade? g;
A. Definitely no gf

B. Yes for all grade levels g;

C. Yes, for 0-1 only =

D. Yes, for 0-1 and 0-2 only B:

E. Yes, for 0-2 only &

F. Yes for 0-1, 0-2, and 0-3 only (L]

G. Yes, for 0-3 only 38

H. Yes for 0-1, 0-2, 0-3 and 0-4 only RV

I. Yes, for 0-4 only £

J. Yes, for some combination of grades other than above. be
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A critical transition point is defined as a stage or event in the career of
an officer which represents a substantial change in level of responsitility,
scope of work, or level of understanding (frame of reference) required to
perform effectively.

87. Current transition points for officer development now tend to be
associated with schools {e.g. OBC, 0AC, CAS3, CGSC, SSC). Are these the

- appropriate transition points?
A. Yes
B. No

C. Do not know

88. During the first 20 years of commissioned service, what is the maximum
single block of time that an officer in your branch should be in assignments
"away from troops" (i.e. assignments other than those having tactical or
wartime mission significance)?

A. 1 year or less

B. 2 years
C. 3 years
3 D. 4 years
i E. 5 years
9 F. 6 years
= G. 7 years
¥ H. 8 years
-3 1. More than 8 years
L

1, .A' .l' 2
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M E— W W W WML WA AW L T W W L s W W, WS WL Wi W OM N o N N T N N e N N e NN Y N M e et e T et oY u N
-

A number of authors recently have criticized the Officer Professional
Development System in the Army. Using the response set provided below, for
items 89 through 93, indicate the extent to which you agree or disagree with
the statements below which are abstracted from the arguments made by these
critics:

A. Strongly agree

B. Agree

C. Slightly agree

D. Slightly disagrze
E. Disagree

F. Strongly disagree
G. No opinion

89. Our officer development system does not go far enough today in
preparing officers for war and combat.

90. Career development for individual officers is secondary to the need for
the Army to defend the country and deter war.

91. The bold, original, creative officer cannot survive in today's Army.

92. The officer corps today is focused toward personal gain as opposed to
seiflessness.

93. The promotion system does not reward those officers who have the
seasoning and potential to be the best wartime leaders.

TURN TO NEXT PAGE.
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Tab A to Appendix 2
A o
- 3
-~ =
o TABLE 1 TABLE 2 5
C ITEM: A. Pay Grade ITEM: B. Active Federal Military Service as of 1 August 1984 3
N7 GRADE NUMBER % CUM% RESPONSE YOS # Adjusted % i
- 2LT 973 7.0 7.0 1 469 35
- iIwT 1841 132 20.2 2 68¢ 5.1
CPT 4380 314 51.5 3 724 53
MAJ 3335 239 75.4 4 641 4.7
LTC 2420 173 928 5 569 4.2
X CcOL 1010 7.2 100.0 6 587 4.3
ol Company Grade 7194 51.2 8 564 4.2
Field Grade 6852 488 12 g?; gg
14046 160.0 11 445 33
REMARKS Almost 23,000 surveys were mailed to officers ran- 12 637 4.7
domly seiectec from across all grades and branches. Return 13 548 4.0
rate was 619%. A stratfied sampling technique was used to 14 570 42
nsyre accurate representation at least by company gradeffield 15 638 4.7
grade and by combat arms/combat support/combat service 16 596 44
support categories 17 545 4.0
18 819 6.0
19 580 43
20 410 3.0
21 340 25
22 318 23
23 280 2.1
24 246 1.8
25 228 1.7
OTHER 1C09 12
14046 100.0

REMARKS: Partial years rounded upward to next higher year.
Included in the “other™ category are respendents who did not
mark a category plus those with more than 25 years AFMS.
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TABLE 3 TAELE 6
ITEM: C. Basic Branch ITEM: F. inthial Specialty
RESPONSE # % RESPONSE #
A Adjutant General 984 7.0 11 Infantry 1297
B. Air Defense Artillery 865 6.2 12 Armor 1122
C. Armor 1089 7.8 13 Field Artillery 1063
D. Awviation 1340 2.6 i4 Air Defense Artillery 865
E. Chemical 690 4.9 15 Aviation 1013
F. Engineer 965 6.9 18 Special Forces 7
G. Field Arullery 1034 74 21 Engineer 945
H. Finance 605 43 22 Topographic Engineer 4
. I. Infantry 1232 8.8 23 Fuciliies/Contract/ 8
. J. Miltary Intelligence 915 6.5 Constriction Mgmt
- K. Miltary Police 909 6.5 25 Communicasion-Electronics 779
° B L. Ordnance 1079 7.7 27 Coramunication-Electronics 87
. M. Quartermaster 780 56 Engineerning
“ ‘2 “ N. Signal 908 6.5 31 Military Police 892
o NN 0. Transporta’on 607 4.3 35 Military Intelligence 510
¥ P. 222 44 = 36 Counterintelligence—Signal 178
i 14048 100.0 Secunty, Human Intelligence
k! REMARKS: All branches are fairly represantec 87 a;gnal Intethgence, Electronic 221
arfare
41 Personnel Programs Management 219
42 Adminstrative & Personnel Sysiems 710 5.1
TABLE 4 Management
ITEM: D. Command to Wrich AS;&;E 43 C'ommunlty Activities Management 40 03
- 44 Finance 593 42
RESPONSE # Adjusted % 45 Comptroller 18 0.1
USAREUR 2563 183 46 Public Affairs 8 0.1
EUSA 375 27 48 Fcreign Area Officer 8 0.1
USARJ 41 03 49 Operations Research/ 49 01
WESTCOM 216 15 Systems Analysis
TRADOC 3074 220 51 Research and Development 51 01
FORSCOM 3465 248 52 Nuclear Weapons 52 0.1
DARCOM (AMC) 828 59 53 Automated Data Systems 21 02
MDW 113 08 Management
USAHSC 19 01 54 Operations Plans/Training/ 9 0.1
USAREC 117 08 Force Development
USMA 213 15 71 Aviation Logistics 184 13
HQDA (and FOAs) 992 71 72 Communications-Electronics 36 03
RC Duty 172 1.2 Materie! Management
Joint/Combined Duty 671 48 73 Missile Materiel Management 159 1.1
INSCOM 255 18 74 Chemical 678 49
USACIDC 65 05 75 Munitions Materiel Management 282 20
Other 803 57 81 Petroleum Management 55 04
22z 64 missing 82 Subsistence Management 47 03
14046 1000 91 Maintenance Management 606 43
92 Materiel/Services Management 661 47
95 Transportation 575 41
. §7 Procurement 26 0.2
o TABLE 5 272z - 64 missing
L ITEM: E. Type of Unit to Which Assigned ____ 14046 100.0
\ RESPONSE # %
P Combat 2539 18.2
) Combat Support 1340 9.6 . |
b Combat Service Support 1687 12.1 R
ROTC or USMA Staff and Facuity 678 4.8 F A
Garnson/Installation Staff 1134 8.1 AN
Recruiting, Readiness Regions 290 21 'i{i‘\}(_
Corps or higher level staff 2762 198 %}:. s
(includes MACOM, DA, etc.) D
.3 Duty with Reserve and National Guard 178 13 ]
: Traning (includes service school 1844 132
v o staff and faculty)
-V Other 1530 10.9
T ok 222 64  missing
Ty 14046 100.0
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TABLE 7 TABLE 8 wr
ITEM: G. Additional Specialty ITEM: H. Year Group "~
RESPONSE # % RESPONSE YEAR # % i:-:.:
11 Infantry 20 02 Before 1959 384 2.8 M
12 Armor 25 03 1959 192 1.4 I
13 Field Artillery 23 0.2 1960 224 1.6 =
14 Arr Defense Artillery 26 0.2 1961 248 18 ! ¥
15 Awviation 164 17 1962 274 2.0 S
18 Special Forces 21 0.2 1963 320 2.3 Y
21 Engmeer 25 03 1964 325 2.4 S
22 Topcgraphic Engineer 53 06 1965 359 2.6 R
23 Facilities/Contract/ 261 28 1966 497 3.6 —
Construction Mgmt 1967 857 6.3 [
25 Communication-Electronics 69 0.7 1968 595 4.3 N
27 Communication-Electronics 148 16 19,9 642 4.7 e
Engineering 1970 685 5.0 Byt
31 Miltary Police 73 08 1971 508 3.7 S
35 Military Intelligence 284 30 1972 513 37 3
36 Counterinteligence—~Signal 138 15 1973 472 34 C:il.
Security, Human Intelligence 1974 420 31 . |
37 Signal Intell:gence, Electronic 154 1.6 1975 391 29 ;“'?1
Warfare 1976 519 3.8 {-:.}
41 Personnel Programs Management 1149 12.2 1977 594 43 Y
42 Administrative & Personnel Systems 403 4.3 1978 703 5.1 el
Management 1979 668 4.9 ber
43 Community Activities Management 130 14 1980 700 5.1 S
44 Finance 211 2.2 1981 886 6.5 Eoig
45 Comptroller 533 57 1982 811 59 g
46 Public Affairs — — 1983 755 55 et
48 Foreign Area Officer 587 62 1984 141 1.0 iy
49 Operations Research/ 462 4.9 REMARKS: The sample represents the various year groups in (-]
Systems Analysis such a manner as to insure fair and complete representation. L
51 Research and Development 662 7.0
52 Nuclear Weapons 122 13
53 Automated Data Systems 493 5.2
Management
54 Operations Plans/Training/ 1199 12.7
Force Development TABLE 9
71 Aviation Logistics 49 Cc5 ITEM: I. Sex
72 Communications-Electronics 86 09 RESPONSE Sex 4 %
Materiel Management
73 Missile Materniel Management 48 05 Male 12012 92.2
74 Chemical 42 04 Female 1097 78
75 Munitions Matenel Management 81 09 zzz 37 missing
81 Petroleum Management 42 04 Total 14046 100.0
82 Subsistence Management 41 04
91 Maintenance Management 332 35
92 Materel/Services Management 869 92
95 Transportation 102 1.1
> 97 Procurement 288 31
> 22z 4637 missing
> 14046 100.0
o REMARKS: Many company grade officers have not yet been
assigned an additional specialty
:
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TABLE 10
ITEM: J. Do you plan to make the Army a career? (That is, 20 or more years of service )
RESPONSE (%) CG FG CA (o] CSS ALL
A. Yes, | plan to remain in the 22.9 32.4 28.6 268 26.5 27.5
Army as long as | can beyond 20.
B. Yes, i plan to retire at 20. 15.5 19.0 15.8 17.6 19.1 17.2
C. Yes, but | am undecided as to 25.9 47.7 37.7 348 35.8 36.4
when | will retire.
D. I have made no decision as to 26.2 0.6 13.3 15.3 13.1 138

whether or not | will make the
Army a career

E. No, I do not plan to make the 9.7 0.3 4.6 55 5.6 5.1
Army a career.

o

REMARKS:- While there is no aifference of perception caused by branch, there is a difference 1n perception between grades Specifi-
cally, majors and above have Hecided to stay at least untit 20 YOS. Aiso, most officers have made up their minds to stay/leave by

the time they are captains The first assignment is cntical in the influence/decision process. Overall, 1% are favorably inciined toward
making the Army a career—a positive sign.
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TABLE 11 e
ITEM: K. Which of the following joint service schools have you attended? -::“-f':.
RESPONSE (%) CG FG CA CS CSS ALL !
A | have not attended any joint 96 3 81.0 89.0 87.3 90.1 88.9
service schools.
B. National War Coilege 0.0 11 07 0.6 0.3 0.5
C. ICAF 0.0 2.2 0.6 0.9 2.0 1i
D. AFSC 0.1 86 4.9 3.8 35 4.2
E. Other 36 7.2 4.8 74 4.2 5.3
REMARKS Nineteen percent of field grade officers have attended at least one joint service school.
“3~
) }..; X
Ny
= "u},'
TABLE 12 e
V!
ITEM: L. Through which of the following did you receive your commission? b t}'
!“ »
RESPONSE (%) CG FG CA CS Css ALL oS
A. OCS 13.9 263 19.8 213 190 199 -
B USMA 14.1 10.8 20.2 70 4.7 12.5 R
C. ROTC 68.7 56.9 56.2 672 703 63.0 nhe
D Direct Appointment 3.1 54 3.4 4.3 56 4.2 na
E. Other 0.2 0.5 05 0.2 04 04 i
[ 1
IRPE:
Eo S
TABLE 13
ITEM: 1. Please inaicaie which choice below descrnibes your current assignment (Previous assignment if you are currently in school.)
RESPONSF (%) _ CG FG CA CS CSs ALL
A. Commander 18.0 13.5 175 15.3 135 158
B Division/Brigade/Battaiion Staff 272 15.5 213 25.4 18.5 21.5
C. High level staff (corps and and 70 282 14.9 16.8 218 173
higher level)
D. Combined or Joint Stai: 1.5 9.7 4.1 75 5.8 55
E Installation Staff 85 9.5 6.7 74 13.3 9.0
F. Instructot 68 6.7 8.5 5.8 4.6 6.7
G Speciaily Immatenal Assignment 3.0 2.8 32 21 3.2 29
H Other 281 14.1 237 19.7 189 213

REMARKS- Company grade officers and captains in particular are exposed to 2 wide range of cormmand/staff type assignments.
The typical company commander has 7 YOS the typical captain on staff has 8 YOS, ne typical hattaiton commander has 17-18 YOS
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TABLE 14
ITEM: 2. Are ycu currenlly working in a duty position that requires you to use either your initial or additional specialty skills?
RESPONSE (%) CG FG CA CS CSS ALL
A Yes; inttial specialty only 58.8 221 373 490 40.1 410
B Yes, additional specialty only 75 19.7 17.2 92 10.9 13.5
C Yes; both imitial and additional 13.6 44 4 26.8 259 33.8 286
specialties
D No 20.0 138 187 159 152 17.0

REMARKS While most company grade cificers work on a duty position that requires either initial (branch) or additional {functionat
area) skill, 20% are not Seventzen percent of the total sample are in duty positions that don't require their branch/aresa skills

TABLE 15

ITEM: 3. How satisfied are you with your current duty position?

RESPONSE (%) CG FG CA CS CSS ALL
A Very satisfied 37.3 47.7 41.9 41.7 43.6 424
B Satsfied 347 306 329 329 322 32.7
C. Shghtly satstied 113 88 10.0 10.4 10.0 10.1
D Shightly dissatisfied c7 4.6 5.8 55 5.5 5.7
£ ODissatisfied 58 5.2 59 5.7 4.9 5.5
F Very Dissatisfied 42 31 3.5 38 3.7 3.6

REMARKS The officer corps is sausfied (85%) with current duty position. Neither grade nor component makes any appreciabie

difference in perception

TABLE 16

ITEM: 4. Select the skills which are most important to you in your current duty position (Previous duty position if currently in schoo! )

RESPONSE (%) CG rG CA CcSs CSS ALL

A Leadership and human reiations 311 315 31.6 30.4 31.6 313

B Time management skuls 13.4 103 11.8 122 1.7 1.9

C Resource management (other than 12.2 12.8 126 103 143 12.5
time) skills

D Setting priorities/goals 6.9 6.0 6.2 56 75 6.4

E Technicaltactical skiks 128 9.0 1.3 12.5 90 10.9

F Development of organizations 18 2.0 19 13 2.3 19

G Concept integration/cognitive 4.5 8.8 6.3 7.7 61 6.6
skills

H Communication skills (written 15.9 179 i66 186 15.9 16.9
and oral)

I Other 15 17 1.8 1.5 1.6 1.6

REMARKS Leadership and human relations skills are consistently cited as "'most imporant to you in your current duty,” regardiess
of grade or component Communication skills are also :mportant.
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TABLE 17

ITEM: 5. How far forward do the longest programs/projects over which you have control in your current job extend (1.e , How far
forward do these programs/projects have an impact/payoffiresulits)?

[t
[T

'y

F

CC N A

RESPONSE (%) CG FG CA CS CSS ALL T
A. 1 week or less 3.5 13 2.4 2.5 24 2.4 o
B. Between 1 week and 1 month 10.6 2.3 7.0 6.1 6.2 6.5 i

C. Between 1 and 3 months 148 4.3 10.7 9.0 8.6 97 o
D. Between 3 and 6 months 132 5.5 10.5 9.6 7.9 9.5
E. Between 6 and 12 months 21.0 16.1 192 18.2 18.2 18.7 AN
F. Between 1 and 2 years 149 191 16.3 17.7 18.1 6.9 ol
G. Between 2 and 5 years 123 28.5 18.4 20.3 227 20.1 B
H. Between 5 and 10 years 46 12.9 79 9.4 90 8.6 P
1. Between 10 and 15 years 1.1 32 2.0 2.7 1.8 2.1 ;i
J. More than 15 years 4.0 6.9 5.5 5.6 52 5.4

REMARKS:" There is a strong positive correlation between grade and time span; data derived from this question lend support to
the PDOS Decision Skill/Cognitive Conceptual Skill Theory of Qrganization.

TABLE 18

ITEM: 8. Including both duty and nonduty time, indicate the average number of hours per wee!. you believe you could devote to
a correspondence type of course during your current assignment.

RESPONSE (%) CG FG CA CS CSS ALL
A. 1 hour or less 2° 3 26.9 25.4 23.1 23.1 24.2
B. About 2 hours 21.2 18.8 20.7 18.3 20.5 20.1
C. About 3 hours 16.8 12.6 14.7 15.0 14.7 14.8
D. About 4 hours 14.9 16.3 14 6 16.5 16.2 15.6
E. About 5 hours 9.0 78 8.4 8.9 7.9 8.4
F. About 6 hours 7.5 7.4 7.0 8.2 7.5 7.5
G. More than 6 hours 8.0 102 89 10.0 10.2 9.6

REMARKS The typical officer could devate three hours or less per week to a correspor dence type course durnng current assign-
ment This is true regardiess of grade or componant except for colonel where the typical response 1s two hours or less per week.
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TABLE 12 TN

ITEM % Agree .
CG FG CA Cs CSS ALL {
7. 1 have sufficient opportunity in my 70.2 712 70.4 69.1 72.3 70.6 t

current assignment to further my pro-

fessional development. bk i
8. In my current assignment, | have a 49.4 323 413 40.3 41.7 41.2 t =
mentor that 1s helping to prepare me for Sareet

: -! future assignments (A mentor 1s some- h.-:_-—!
~ one, normally a supenor, who acts as ;,-.5;:
= though hefshe were a coach, a parent. a bl
. teacher, elc.) ;“.’-x;.{
-.:: REMARKS: The “agree” scale results from combining “'strongly agree-agree-shghtly agree” data Regardless of grade or compo- !.j:"-"‘.
- rent, 71% of respondents feel they have sufficient opportunity in their current assignment to further their professional development PR
x (on the flip side, almost 1/3 do not) Also, most officers (59%) do not feei they have a mentor in their current assignme.t This percep- ot
z" tion correlates negatively with grade~—the higher the grade, the less likely the individual is to percewve he/she has a mentor.
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TABLE 20

ITEM. For items 9 through 16, indicate to what extent each learning experience actually helped prepare you to perform the duties
n your current assignment (Previous assignment if currently in school.)
RESPONSE (%) Extra Helpful Somewhat Helpiul Little/No Help N/A

9 Service Schools (resident). 27.0 49.0 19.8 4.2

10. Service Schools (non-resident): 3.7 20.0 19.2 57.1
11, Advanced Cil Schooling {Masters or doctorate) 21.2 2241 9.6 470
12. Correspondence Course (either miliary or civihan; 25 170 19.9 60.6 .

other than non-resident service school):

I3 Cwvihian contract short-course training 7.3 154 86 68.7 : Y
14, Self study. 39.9 45.3 5.7 9.1 -
15. On-the-job tramning/unit expenence: 75.8 19.6 2.7 1.9 .
16 Coaching or teaching by mentor 211 322 24.2 22,5

e

!

REMARKS. Of those learning experiences listed, *'OJT/unit experience” definitely was cited "most helpful” in preparation to per-
form current duties, self study was second, resident service school third. Additionally, company grade officers tended to rate “‘coach-
ing or teaching by mentor” hugher than field grade ofticers, field grade officers tended to rate “advanced civil schooling™ and "non-
resident service schools’” more helpfu! than did company grade officers.

e r v
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TABLE 20A

ITEM: 9. Service School (resident). Indicate to what extent each learning experience actually helped prepare you to perform the
duties 1n your current assignment. (Previous assignment if currently in school.)

JO—
LI ¢
I.r

PR
LN S B
s e

DTy
R

i

RESPONSE (%) CG FG CA CS CSS ALL ™
A Extremely helpful 25.0 291 286 248 26.3 27.0 .
B. Somewhat helpful 494 48 6 475 49.4 50.9 490 =
C. Little or no help 20.2 19.4 19.9 211 18.6 19.8 o
D Not applicable 5.5 29 4.0 47 4.2 4.2 S
REMARKS. Thud most useful category of learning expenence in terms of utility in preparation for current assignment Grade and )
component do not influence the resuits appreciably e
£
i
R
TABLE 20B i
ITEM: 10. Service School (non-resident) indicate to what extent each learning experience actually helped prepare you to perform ::-:-_,
the duties in your current assignment. (Previous assignment if currently in school.) ‘-:'_:
RESPONSE (%) CG FG CA cs CSS ALL oo
’ A Extremely helpful 33 4.1 36 3.4 4.0 3.7 F_:;!
) B. Somewhat helpful 16.3 24.0 150 20.6 213 20.0 §.:‘i;_
4 C Uittle or no help 135 252 17.9 20.4 20.3 19.2 (27
3 D Not applicable 66.9 467 59.5 55.5 54.4 57.1 ey
: REMARKS. Most officers (57%) selected N/A for this item, for the remainder, field grade officers tended to find non-resident service ’ _,.
\ schools to be slightly more useful than company grade officers in preparation for current assignment Component is not a factor RN ~}

e
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TABLE 20C

ITEM: 11. Advanced Civil Schooling. Indicate to what extent each learning experience actually helped prepare you to perform the
duties in your current ass:gnment (Previous assignment if currently in school.)

{l

RESPONSE (%) CG FG CA CSs CSS ALL
A Extremely helpful 1.4 3i6 19.9 213 233 21.2
B Somewhat helpful 127 321 20.3 23.0 243 22.1
C. Little or no help 6.3 13.1 94 103 9.2 9.6
D Not applicable 696 23.2 503 453 43.2 47.0

REMARKS. For those officers who have attendea Advanced Civil Schooling, approximately 80% (regardless of grade) found this
expenience to be at least somewhat helpful Grade and component is not a factor in the response set other than opportunity to have
attended
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TABLE 20D ::5.:
ITEM: 12. Correspondence Course indicate to what extent each iearning expenence actually heiped prepare y yu to perform the ;:.:a
duties in your current assignment (Previous assignment if currently in school.) o
RESPONSE (%) CG FG CA Cs CSS ALL ;}:';
A Extremely helpful 29 20 20 25 32 2.5 ——
B Somewhat helpful 18.0 160 15.6 176 19.0 17.0 ':T
C. Littie or no help 15.4 247 190 21.0 206 19.9 S
D Not appiicable 63.7 573 63 4 58.8 57.3 60.6
REMARKS Most officers (61%) have not experienced correspondence courses, only 20% find this learning exper-ence 0 have been "
at least “somewhat helpful.” Grade and component are not appreciable factors in the response. :

TABLE 20E

ITEM: 13. Civilian Short Course Indicate to wiiat extent each learning expernience actually heiped prepare you to perform the duties
in your current assignment. (Previous assignment if currently in school.)

RESPONSE (%) CG FG CA CS CSS ALL
A Extremely helpful 6.5 8.0 6.2 8.1 83 7.3
B. Somewhat helpful 14.0 169 13.9 15.5 17.7 154
C Little or no help 7.2 10.0 46 6 8.9 8.3 8.6
D. Not applicable 72.2 65.1 71.3 67.5 65.6 68.7

REMARKS: Most officers (69%) have not participated in a “civilian short course, 23% find this type learning expernence to be at
least “‘somewhat helpful " Field grade officers tend to find such courses of more practical utiity than do company grade officers.

(Y RO T s

TABLE 20F L

ITEM: 14. Seif-study" Indicate to what extent each learning experience actually helped prepare you to perform the duties in your I

current assignment (Previous assignment if currently in school.) ._,,_

RESPONSE (%) cG FG CA cs css ALL L

A Extremely helpful 40.1 39.7 412 40.2 37.7 39.9 oA

B. Somewhat helpful 440 46.7 44.9 458 45.4 45.3 -

C. Little or no help 5.2 €3 53 5.9 6.3 5.7

D. Not applcable 108 7.3 8.6 8.1 10.6 9.1 -

o

REMARKS: “Self study™ 15 the second most poweriL! learrung expenence listed in terms of stility in helping prepare for the duties .

in current assignment Eighty-five percent found self study to be at least somewhat helpful. Grade and component are not factors C;'-‘
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, TABLE 20G -
b | ITEM: 15. OJT Indicate to what extent each learning experience actually helped prepare you to perform the duties in your current

assignment (Previous assignment if currently in school )

o RESPONSE (%) CG FG CA cs css ALL

j}:- A. Extremely helpful 767 74.8 76 0 756 758 758

- B. Somewnat helpful 184 21.0 19.6 19.4 197 19.6 e

gl C Little or no help 2.6 2.7 27 2.9 25 27

F 4 D. Not applicable 2.3 16 1.8 22 2.0 1.9 =
:_ REMARKS “'On-the-job training/umit expenience’” 1s by far the most powerful learning expenence cited—regardiess of grade or ;_-:

x component—in terms of utihty 1n preparation for current assignment Neither grade ncr component influences the response set.
. Seventy-six percent found OJT to be “"extremely helpful.” while an additional 20% found it to be somewhat heipful e
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TABLE 20H
.(' ITEM: 156. Mentoring Indicate to what extent each |- 3.ning exper.ence actually helped prepare you to perform the duties in your
N current assignment (Previous assignment if curren.lv ir s hocl)

- RESPONSE (%) CG FG CA cS css ALL
I A Extremely helpful 252 167 207 21.1 217 211
-~ B. Somewhat helpful 345 298 333 311 314 32.2
:-'_ C Little or no help 226 258 247 229 24.2 241
L D Not applicable 177 277 213 249 227 226
: REMARKS Mentoning s the fourth most powerful learning experience in terms of utility for preparation for current zss:gnment
£ - Fifty-three percent rate m:entoning as at least somewhat helipful, while company grade officers tend to rate this item more helpful

- than do field grade office’s

TABLE -
ITEM: 17. Piease indicate the most recent military school completed tro™ ihe list below:
RESPONSE (%) L %
A OBC (Officer Basic Course) 208
B OAC (Officer Advanced Course) 276
C CAS3 (Combined Arms and Services Staff School) 2.7
D CGSC {Command and General Statt Officers Course) (non-resident) 134
E CGSC {Command and General Staff Officers Course) (resident) 145
F AFSC (Armed Forces Staft College) 32
G AWC (Army War College) (non-resident) 09
H AWC (Army War College) (resident) 22
£ I 1CAF (Industnial College of the Armed Forces) 1.0
J NWC (National War Ccllege) 05
. K Other Service War College 0.9
L Fught School 1.9
5 M Other 9.8
L N None of the above 0.6

J 100.0

- REMARKS- None

TABLE 22

: ITEM: 18. How long ago dic ycu compliete the schoo! indicated in stem 77?

2 RESPONSE (%) CG FG CA CS CSS ALL -
A Less than 1 year 311 141 222 235 232 228 -

- - B Less than 2 years but more than 1 year 240 134 181 19.4 16.6 18.8 -
- C Less than 3 years but more than 2 years 191 i25 159 156 163 16.0 S
. D Less thar 4 years but more than 3 years 125 10.4 112 120 118 i15 Pt
g E Less than 5 years but more than 4 years 61 10.2 8.7 7.5 7.7 .1 O

~ F Less than 7 years but more than 5 years 55 154 10.1 105 104 10.3 iy
8 G Less than 9 years but more than 7 years 06 122 6.9 58 58 63 o
= Y
R * .~ H Less than 11 years but more than 9 years G.1 58 3.3 2.4 2.4 28 CL
- i More than 11 years 01 58 32 25 26 28 T
-, J Does not apply 08 01 04 08 03 05 et
-~ REMARKS Most company grade officers (55%;) have completed their most recent school experience within the last two years. =
B lifty percent of field grade officers have completed thewr most recent school within the last four years Twenty-four percent of field ==

|

grade officers have been “out of school”” for more than seven years Component 15 not a factor
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TABLE 23 -:::‘-

MOST RECENT SCHOOL: 18. The amount of content devoted to technical skills was- ."'
RESPONSE (%) Too Approp Too N/A s
Much Amount Little ot

A. OG5~ - “thicer Basic Course} 4.7 57.5 372 0.6 “"
B. OAC (Otlficer Advanced Course) 68 61.3 30.7 1.2 =
C. CAS3 (Combined Arms and Services Staff School) 2.7 80.9 10.5 53 L
D. CGSC (Command and General Staff Officers 31 521 356 3.2 o
Course) (non-resident) <.

E. CGSC (Command and General Staff Officers 29 59.7 325 4.8 A
Course) (resident) R

F. AFSC {Armed Forces Staff College) 20 68 6 17.2 12.2 =
G AWC (Army War College) (non-resident} 0.8 51.2 11.2 36.8 S
H AWC (Army War College) (resident) 0.3 60.8 21.9 17.06 :-.-'_‘
l. ICAF (Industrial College of the Armed Forces) 1.5 78.7 59 14.0 ]
J. NWC (National War College) 2.8 500 19.4 27.8 B
K. Other Service War College 9.1 58.7 124 19.8 N
L. Flight School 2.3 91.7 6.1 0.0 N
M. Other 52 76 1 15.4 __3_2 o
Total 45 61.7 29.1 4.7 En:d
o= Al

REMARKS- Sixty-two percent overall state they received an “"apgropriate’” amount of cor.tent devoted to technical skills at the most H ? "
recent schoo! they attended (23% selected too httle); almost 1/3 of those most recently completing the following schools selected T
*“too little’: CBC, OAC, and CGSC (both resident and non-resident). Y

1

TABLE 24
MOST RECENT SCHOOL: 290. The amount of content devoted to tactical (strategic for Senior Service College) skills was
HESPONSE (%) Too Approp Too N/A
Mu:ch Amount Little
A OBC (Offizer Basic Course) 4.2 445 323 1.8
B OAC (Officer Advanced Course) 6.4 531 34.2 6.2
C. CAS3 (Combined Arms and Services Statf School) 72 759 13.4 35
D CGSC (Command and General Staff Officers 192 68.2 102 2.4
Course) (non-resident)
E. CGSC (Command and General Staff Officers 163 68.4 13.3 2.0
Course) (resident)

F. AFSC (Armed Forces Staff College) 29 67.4 23.1 6.6
G. AWC (Army War College) (non-resident) 5.7 80.5 12.2 1.6
H. AWC (Army War College) (resident) 36 77.2 19.2 0.0
1. ICAF {Industrial College of the Armed Forces) 2.2 839 9.5 4.4
J. NWC (Naticnal War College) 1.4 €63 11.0 1.4
K. Other Service War College 4.9 837 8.9 24
L Fught School 08 39.2 50.2 9.8
M Other 2.0 28.7 151 552
Total 83 55.3 25.2 *1.3

REMARKS- Fifty-five percent overall indicate there was an appropnate amount of content devoted to tacticai skilis in their most
recently attended school: however OBC. OAC. and fiight school significantly lag the other schools (39%. 34%. and 50% respec-
tively. cite these schools for having ‘"too kitle” an amount of tacticai content)
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TABLE 25 .
MOST RECENT SCHOOL: 21. The amount of content devoted to leadership and human relations skills was: ’
RESPONSE (%) Too Approp Too N/A
Much Amount Little
A OBC (Officer Basic Course) 69 503 418 10
B. OAC (Officer Advanced Course) 95 538 355 1.2 2
C. CAS3 (Combined Arms and Services Staff School) 24 68.7 226 6.2 [ |
D. CGSC (Command and General Staff Officers 50 53.1 400 18 Iy
Course) (non-resident) e
E. CGSC (Command and General Staff Officers 58 578 350 03 w3
Course) (resident) LS
F. AFSC (Armed Forces Staff College) 46 790 155 09 é:
G. AWC (Army War College) (non-resident) 08 726 258 08 I
H. AWC (Army War College) (resident) 20 785 195 00
1. ICAF (Industrial College of the Armed Forces) 37 836 104 22
J. NWC (Nationa! War College) 41 795 137 2.7
K. Other Service War College 33 727 23 1.7
L. Flight School 11 299 489 201
M. Other 32 466 18.2 321
Total 6.3 547 340 50 ISR
REMARKS. Overall, 55% state there was an “appropriate amount” of leadership and human relations skills training at their most i j
recent schools. Schools who had greater than 30% of their recent graduates to select the reponse “too little™ include: OBC, OAC, o
CGSC (both resident and non-resident) and Flight School. -:.:-'
TABLE 26 £y
WOST RECENT SCHOOL: 22. The quality of the technical training was: BRe
RESPONSE (%) Ex Good Fair Poor V. Poor NIA e
A. OBC (Officer Basic Course) 16.2 454 279 7.2 22 0.2 ]
B. OAC (Officer Advanced Course) 143 456 276 84 32 09
C. CAS3 (Ccmbined Arms and Services Staff School) 489 317 9.7 1.6 1.1 70 Ny
0. CGSC (Command and General Staff Officers 53 324 342 125 48 108 "’i
Course) (non-resident) Ly
E. CGSC (Command and General Staff Officers 152 423 254 88 24 58 .’-‘:).‘i
Course) (resident) ‘ij-_'.‘
F. AFSC (Armed Forces Staff College) 246 421 178 34 1.1 109 ror
G. AWC (Army War Coliege) (non-resident) V76 224 56 40 16 488 ?‘-;,:
H. AWC (Army War College) (resident) 734 269 143 49 06 279 iy
1. ICAF (Industrial Coliege of the Armed Forces) 328 336 124 29 07 175 'ji
J. NWC (National War Coilege) 123 34.2 96 4.1 00 397 ‘w
K. Other Service War Coliege 248 355 107 33 08 248 o
L. Flight School 625 348 27 00 00 00 Pk
M. Qther 405 383 136 28 15 33 o
Total 189 411 246 74 26 54 L)

REMARKS. Sixty percent rate the quality of the techiical training at their most recent school as at least “good,” about 1/3 of recent
graduates from OBC. OAC and CGSC (resident and non-resident) rate the quality of technical training as “fair to very poor™ OBC
(37%). OAC (39%). CGSC resident {37%), CGSC non-resident (52%}

1,

%
Aot
4

et
(2 4
e
o,

I
L

§

HJ-2-A-11

o te S e T - ) AL AT AT AT AT . R T A P R




BRI RIS Tl T Sk S e Souls UL Pl Sl Sty Saeh Ml ol B 1o P S PR S i da st ki o fian s £ sahint R Su ot Jn hiny TR e R G f dn ok mant i i S N i it o SR el i)

v o

TABLE 27 g
MOST RECENT SCHOOL: 23. Tne quality of the tactical training (strategic for Senior Service College) was: :'f

RESPONSE (%) Ex Good Fair Poor V. Poor N/A =]

A. OBC (Officer Basic Course) 8.2 337 31.7 12.4 33 10.7 S

B. OAC (Officer Advanced Course) 13.3 345 28.9 i2.6 4.4 6.3 : ]

C. CAS3 (Combined Arms and 39.0 35.8 16.1 2.7 0.8 5.6 5-1

- Services Statf Schoof) b
oy D. CGSC (Command and General Staff 99 480 28.9 6.5 24 4.2 O
E- Officers Course) (non-resident) o
» E. CGSC (Command and Generai Staif 26.4 465 17.2 4.6 1.2 1.8 a7
~ Officers Course) (resident) .:2-

- F. AFSC (Armed Forces Staff College) 18.4 375 245 7.5 1.8 10.2 3

G. AWC (Army War College) 62.6 24.4 6.5 24 0.8 3.3 &

(non-resident) =]

H. AWC (Army War College) 48.4 325 13.0 3.2 1.3 1.6 o

(resident) *o

i. ICAF (Industrial College of the 311 40.7 141 4.4 0.7 8.9 X

Armed Forces) o

J. NWC (National War College) 4.6 375 9.7 1.4 1.4 4.2 17

K Other Service War College 51.7 36.7 5.0 5.0 0.0 1.7 é,.

L Flight School 15.3 40.5 24.0 9.9 1.9 8.4 )

M. Other 8.8 14.7 11.6 5.9 1.8 57.2 A

Total 16.3 36.0 24.4 8.9 27 11.7 =)

REMARKS. Fifty-two percent :ndicate the quality of tactical tramning at their most recent school was at least “good™”. OBC and OAC :-.;

lag the other schools: 47% of OBC graduat2s and 46% of OAC graduates rate the quality of the tactical training of their school 5

as “fair to very poor.” £

bay

o

%

TABLE 28 o

MOST RECENT SCHOOL: 24. The quality of the leadership and human relations skill training was: e

RESPONSE (%) Ex Good Fair Pcor V. Poor N/A :-:

A. OBC (Officer Basic Course) 7.1 34.0 39.5 14.7 a2 0.6 Py

B. OAC (Officer Advanced Course) 6.6 332 38.6 15.5 4.9 1.2 h

C. CAS3 (Combined Arms and 40.2 30.3 17.7 4.3 1.6 59 Y

Services Staff Schoo!) :j.:~.

D. CGSC (Command and General Staft 34 295 40.1 17.7 5.1 4.1 S

Officers Course) (non-resident) =

€. CGSC (Command and General Staff 12.7 37.7 33.7 12.0 3.7 0.2 e

Officers Course) (resident) B

F. AFSC (Armed Forces Staff College) 31.1 35.8 25.6 45 1.6 1.4 o
G. AWC (Army War College) 320 48.0 14.4 40 0.0 16 A
{non-resident) -:-:
H. AWC (Army War College) 438 36.4 14.6 42 0.6 0.3 N
(resident) B
= 1. ICAF (Industrial College of the 41.6 416 9.5 3.6 0.7 29 =
I Armed Forces) - -f-,"
o J. NWC (National War College) 30.1 38.4 19.2 4.1 4.1 4.1 -
K. Other Service War College 37.4 325 19.5 3.3 33 4.1 ~r
L. Flight School 45 189 257 238 6.8 20.4 o
2 M. Other 157 239 18.1 75 20 328 o
=' Total 1.5 325 336 13.2 39 53 —
-\;_ REMARKS Forty-four percent rate the quality of leadership/human relations skill training at their last school to be at least good” ; Zj-j
. 51% rate the guality of training as “*fair to very poor ” Recent graduates of OBC, OAC. and CGSC resident courses rated the quality ey
g of instruction as “fair to very poor™ with the following percentages. 58% (OBC). 58% (CAC), and 49% (CGSC). Given the high :-:-:
-:.} marks leadership skills received for utility in current assignments. and the apparent desire for mentoring leaders, this area needs work, S0
L RS
e, o1
f-::J
LR}
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3 TABLE 29
'-: MOST RECENT SCHOOL: 25. Overall. the quality of the instruction provided by the faculty in this school was.
RESPONSE (%) Ex Good Fau Poor V Poor N/A
v A OBC (Officer Basic Course) 110 542 28.9 4.3 1.4 0.2
';’ p B OAC (Officer Advanced Course) 10.6 52.4 277 6.6 20 0.8
<, C. CAS3 (Combined Arms and Services Staff Schootl) 680 24.4 4.9 11 14 0.3
e D. CGSC (Command and General Staff Officers 48 388 25.7 5.6 21 230
. Course) (non-resident)
o E CGSC (Command and General Staff Officers 25.8 52.2 183 2.9 0.6 0.3
g~ Course) {resident)
S F AFSC (Armed Forces Staff College) 380 44.6 13.9 2.7 0.7 00
. G AWC (Army War College) (non-resident) 68 3 260 4.1 0.8 0.0 0.8
= H AWC (Army War College) (resident) 56.9 35.9 6.2 1.0 0.0 0.0
L ; I ICAF (Industrial College of the Armed Forces) 444 45.2 5.2 22 0.7 2.2
;., J NWC (Nationa' War College) 569 37.5 56 0.0 0.0 0.0
K"~ K Other Service War Ccllege €08 292 5.8 17 0.0 25
XN L Fhght Schoo! 45.0 49.2 5.0 0.4 0.4 0.0
:.: M Other 4_(2 12_8 12_3 2_4 0.9 0.8
¥ Total 208 478 22.0 43 1.4 3.8
_.' REMARKS. Sixty-nine percent rate the overail quality of instruztion provided by the faculty in their most recent school as at least
s good ~ Sixty-eight percent of CAS3 graduates state the gverall qualty :s “excellent” (second only to AWC)
. TABLE 30
s MOST RECENT SCHOOL: 26. The standards for academic performance in this schoo!
=" RESPONSE (%) Too About Too N/A
" High Right Low
e, A OBC {Officer Basic Course) 1.9 65.1 325 05
) B. OAC (Off cer Advanced Course) 1.5 708 268 08
7] C. CAS3 (Combined Arms and Services S°aff School) 35 889 49 2.7
D. CGSC (Command and General Staff Officers 1.0 81.4 16.4 1.2
E - Course) (non-resident)
- €. CGSC (Command and General Staff Officers 26 805 16.4 05
. Course) (resident)
5, - F. AFSC (Armed Forces Statf College) 0.2 84.5 13.2 2.1
_.:_- G AWC (Army War College) (non-resident) 24 944 3.2 0.0
H. AWC (Army War College) (res.dent) 03 85.3 10.5 59
d I. ICAF (Industrial Coilege of the Armed Forces) 1.5 84.6 9.6 4.4
J. NWC (Natcnal War College) 0.0 915 4.2 42
K Othrer Service War Coliege 106 81.3 73 0.8
L. Flhight Schooi 1.1 859 12,9 0.0
M. Other 24 785 136 55
Total 18 751 213 1.7

REMARKS Seventy-five percent feel that the standards for academic performance in their most recent school are **about right ™
One of five feel the standards are “'too iow™" (OBC = 33%, OAC = 27%).
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TABLE 31 .
MOST RECENT SCHOOL.: 27. Relatwve 13 the time 1 really needed the content covered in this school, the course occurred. .:

x

RESPONGSE (%) More A OK Little More N/A
than Ittle late than N

2yr early 2yr =

early late {__:

A OBC (Officer Basic Course) 22 9.4 66.0 3.0 0.8 18.7 =]
B. OAC (Officer Advanced Course) 23 6.7 439 27.5 10.3 9.2 -4
C. CAS3 (Combined Arms and Services Staff Schoot) 1.1 4.9 48.9 26.8 111 73 o
D. CGSC (Command and General Staff Officers 3.1 6.9 398 21.4 14.4 14.3 ]
Course) (non-resident) -

E. CGSC (Command and General Staff Officers 28 6.8 57.4 17.5 7.7 222 !-1
Course) (resident) &

F. AFSC (Armed Forces Staff College) 4.8 6.8 58.0 11.9 34 15.1 o
G. AWC (Army War College) (non-resident) 0.8 3.2 56.0 176 144 23.1 -
H. AWC (Army War College) (resident) 03 4.6 67.9 11.5 4.6 1.1 \
I. ICAF (Industrial College of the Armed Forces) 0.7 5.9 711 10.4 44 7.4 -
J NWC (National War College) 00 82 65.8 6.8 4.1 15.0 o
K Other Service War College 33 4.9 59.8 10.7 9.8 115 o |

L Fight Schoot 0.0 1.9 77.0 1.9 34 15.7 5
M. Other 23 6.8 67.6 7.3 43 11.7 3
Total 2.4 7.1 54.6 16.1 7.4 125 4
REMARKS The N/A data above are the combined results of those who responded * not applicable” with those who responded ':-
“don’t know "’ The data suggest that although the uiming of the most recent school attended 1s “*about night” for most, there is w
a significant number for whom schooling ocuurs too late For example, those responding a course occurred too late (either a little -
or more than 2 years late) include OAC (38%), CAS3 (38%). CGSC (resident) (25%) and CGSC (non-resident) {36%). g-
TABLE 352 o5

MOST RECENT SCHOOL: 28. To what extent did this school expenence contribute to your professional development as an officer? -
RESPONSE (%) Critical Major Some Little None N/A .
A. OBC (Officer Basic Course) 105 338 39.3 138 24 1.2 3::_
B OAC (Officer Advanced Course) 68 32.0 43.2 14.4 31 05 ~.
C CAS3 (Combined Arms and Services Staff School) 251 52.7 19.0 27 0.5 0.0 2
D. CGSC (Command and General Staff Officers 9.€ 26.1 427 15.5 50 1.1 )
Course) (non-resident) :.:
E. CGSC (Command and General Staff Officers 200 50.1 24.7 4.2 0.7 0.1 o

Course) {resident)

F. AFSC (Armed Forces Staff College) 14.9 52.0 29.6 2.3 0.7 05 ':::
G. AWC (Army War College) (non-resident) 31.2 51.2 17.6 0.0 0.0 0.0 o
H. AWC {Army War College) (resident) 299 539 143 1.3 0.0 0.6 N
! ICAF (Industrial College of the Armed Forces) 19.0 54.0 25.5 1.5 0.0 0.0 g
J NWC (National War College) 28.8 53.4 15.1 1.4 14 0.0 -
K Other Service War College 16.3 553 24.4 3.3 00 0.8 ._‘_::
L. Fight Schoot 22.3 38.6 22.0 12.1 3.0 1.9 T
M. Other 122 36.9 374 9.1 29 1.3 =
Total 12.5 37.1 361 10.7 25 19 =3
REMARKS The N/A data above are the combined results of those ~ho responded ‘‘not apphicabe’” with those who responded }.5:.:
don't know ~ Eighty-six percent indicate that their most recent school expenience contnbuted at least some  to their professional ~a
development The following schools had median response of ‘major zontnibution CAS3, CGSC (resident), AFSC. AWC (resident .-
and non-resident), ICAF, NWC, other service war colleges, and Flicht School G
=
N o

»

o
P
[}
al

k

JJ-2-A-14

ot =2 -

. -




LI b A e R e R S TR P PN
TABLE 33

MOGCST RECENT SCHOOL: 29. My most recent school effectively prepared officers to become mentors.

RESPONSE (%) Agree No Opinion
A. OBC (Officer Basic Course) 32.0 4.3
B. OAC (Officer Advanced Course) 34.8 23
C CAS3 (Combined Arms and Serv'ces Staff School) 67.8 27
D. CGSC (Command and General Staff Officers 353 4.7

Course) (non-resident)
E CGSC (Command and General Staff Officers 5.2 3.0
Course) (resident)

F. AFSC (Armed Forces Staff College) 52.6 4.3
G. AWC (Army War College) (non-resident) 67.8 4.0
H. AWC (Army War Ccilege) (resident) 75.0 4.2
1. ICAF (Industrial College of the Armed Forces) 67.6 4.4
J. NWC (Nationat War College) 68.1 28
K. Other Service War College 60.7 4.1
L Flight School 26.1 96
M. Other 43.8 8.3
Total 415 4.3

REMARKS Schools, in general, apparently do not do a good job in preparnng officers to become mentors. A notable exception
for company grade officers 1s CAS3. Survey subjective remarks tend tc indicate that the ‘faculty-as-mentor” role model of the schoc-
instructor combined with small group modalities are responsible for these positive perceptions.

TABLE 34
MOST RECENT SCHOOL: 30. This schoo! prepared me to more effectively perform my wartime duties.
RESPONSE (%) Agree No Opinion
A OBC (Ctficer Basic Course) 66.3 2.1
B. OAC (Officer Advanced Course) 70.4 1.0
C CAS3 (Comtined Arms and Services Staff School) 91.7 0.5
D. CGSC (Command and General Staff Officers 8c.2 09
Course) (non-resident)
E. CGSC (Command and General Staff Officers 91.1 0.3
Course) (resident)
F. AFSC (Armed Forces Staff College) 86.1 3.2
G. AWC (Army War College) (non-resident) 85.6 1.6
H. AWC (Army War College) (resident) 879 1.6
I. ICAF (Industnial College of the Armed Forces) 86.8 0.7
J. NWC (National War College) 75.4 27
K. Other Service War College 821 2.4
L Flight School 82.1 15
M Other 64.2 72
Total 752 20

REMARKS. The agres scaie above consists of a combination of strongly agree.”” ‘agree,”” and “'slightly agree’” scales. Overall,
75% agree that thewr most recent schoo! effectively prepared them to perform their warime duties. Schools with a median score
in the * agree’ category include CAS3, CGSC (resident). AFSC, AWC (resident and non-resident), ICAF. NWC, other service war
colleges, and Flight Schoo!. All the other schools (OBC, OAC. CGSC non-resident) hao a median response «n the ‘slightly agree™
category.




AR wol

T an I IR T8 et e s St g par SR algrc RN Y= a7 o Py tot s g gl Uiyt PR el Eeal £ g2 A at e i Y diiad/Avatr el ot st L gt Jigagt Fa BT v LT _-_\'_,:::r'
3
/' ;
[§
A
TABLE 35 a
MOST RECENT SCHOOL: 31. How helpful do you think your most recerit miltary school experience will be to you in your future i'\}
assignments? i
RESPONSE (%; Extremely Somewhat Little/No N/A T
A. OBC (Officer Basic Course) 15.9 56 4 23.4 4.3 ko
B. DAC (Officer Advanced Course) 13.7 55.2 27.8 33 o
C. CAS3 (Combined Arms and Services Staff Schoo!) 68.8 272 35 0.5 :'.!
D. CGSC (Command and General Staft Officers 14.8 548 25.5 4.8 &
Course) (non-resident)
£ CGSC (Command and General Staff Officers 315 51.5 123 4.7 2.
Course) (resident) hi.
F. AFSC {(Armed Forces Staff College) 356 50.2 8.9 5.3 i_?
G. AWC (Army War College) (non-resident) 50.8 36.3 65 6.4
H AWC (Army War College) (resident) 56.5 36.3 2.9 4.2 "
I. ICAF (Industnal College of the Armed Forces) 47 4 40.1 8.8 2.7 ,t‘{
J. NWC (National War College) 41.7 51.4 4.2 2.8 P
K Other Service War College 38.2 48.0 9.8 4.0 =
L Fhght School 50.6 35.7 5.7 8.0 (<
M. Other 35.2 45.3 12.9 6.7 £
Total 23.9 51.7 19.9 45 e
REMARKS:' The data in the N/A category are a result of the combination of *'not apphicable” and "don’t know'' response categones. :::
Seventy-six percent indicate that their most recent military school experience wili be helpful for future assignments. CAS31s <
the highest sconing school in termns of perceived future utiity with 69% selecting “‘extremel; heipful.”” Other schools with a ._
median score of “‘extremery helpful’’ include AWC (both resident and ron-resident) and Fhight School. '
o
B
(o
TABLE 36
MOST RECENT SCHOOL: 32. Indicate the highest level of civitan education you have completed \
RESPONSE (%) CG FG CA (2] CSS ALL _:
A. Docterate Degree 0.5 1.7 1.2 1.5 0.7 1.1 .
B8 Masters Degree 15.5 69.9 39.3 43.5 46.2 423
C Professional Certificate {Graduate fevei but less 5.1 4.9 4.9 5.0 5.2 5.0
than a Masters)
D. Bachelors Degree 74.8 23.2 52.6 4€.3 46.6 498
E Professional Certificate 0.6 01 03 0.4 03 0.3
(Undergraduate Levei but less than a Bachelors)
F. Associate Degree 1.0 00 0.7 0.6 0.3 c.5
G. 2 or more years of college (but no degree) 1.4 0.1 0.9 0.7 0.7 0.8
H. Less than 2 years of college 0.0 0.0 0.0 0.1 0.0 0.0
REMARKS Ninety-eight percent have at ieast a Bachelors Degree. Not surprisingly, field grade officers tend to be more educated
than company grade officers. Component does not directly influernce tne response tendency. { \_‘
iy
Ml
mo
TABLE 37 e
ITEM: 33. What 1s/was the source nf your graduate degree (masters or doctorate)? >5_
RESPONSE (%) CG FG CA Cs CSS ALL e
A. Fuliy-funded Program 54 236 15.3 14.2 12,5 14.2 M
B Degree Completion Program 10 59 34 3.3 35 3.4 .
R C Cooperative Degree Program 0.3 5.5 3.0 2.3 29 28 =
o (COOP - CGSC/IAWC) o
D. Off duty - on own 131 34.7 21.2 236 275 236 R
e E Prior to accession 71 35 4.0 6.6 6.5 53 Lrt
8 F Other 1.2 2.1 16 17 1.6 1.6 ;Ur’,{
20 G. | do not have a graduate degree 721 246 515 48.4 45.6 49.0 0
:,'.»: REMARKS- Of those officers with graduate degrees, most acquired them “on their own, off duty” (i.e , 46% of those with graduaie T ag
] degrees got them ‘“‘ca their own”); the second most frequently mentioned category was "fully funded program™ (28% nf those ""“
5"}“ with graduate degrees received assilance from a “fully funded program’).
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TABLE 38

ITEM: 34. What 1s/was your Iintent in obtaining an additional degree (masters or doctorate)?

RESPONSE (%) CG FG CA CS CSSs ALL
A. 1 do not intend to obtain an addittonal degree. 3.4 7.7 6.3 4.6 5.0 5.5
B. To serve more effectively in either or both of 19.7 24.9 241 21.0 20.2 222
my spezialties. i
C. Professional intellectual growth; will make me 37.0 28.7 310 35.4 340 330 Lo
more valuable to the Army. ;-,}
D. Will make me more ccmpetitive for promotion 17.5 22.0 17.5 19.8 231 19.1 "-“.
or school selection. Rl
E To ad in obtaining a good civilian job after 14.1 10.6 13.5 1.1 11.6 12.4 {;,
I separate from the service ;-‘.‘:
F. Will help me obtain the assignment | want. 3.1 19 32 2.6 14 2.6 =
G _Other 5.2 4.2 4.3 5.5 47 4.7 &

REMARKS. Only 6% are not motivated to obtain an additional degree. The pnmary motivation for obtaining an additiona! degree
is for the ""professional intellectual growth that will make more valuable to the Army.”’ The second most frequently selected response
was "'to serve more effectively in esther or both of my specialties.” Only 12% indicated *‘to aid in obtaining a good civilian job after
| separate from the service "' It 1s therefore reasonable to suggest that advanced civil schooling is a positive rather than selfish
factor for officers

TABLE 39

ITEM: 35. To what extent does the opportunity to acqu:re additional civiian education while in the Army influence your decision
to remain on active duty?

RESPONSE (%) CG FG CA CS CSS ALL

A. A great deal 27.3 21.0 24.9 249 225 24.2

B. Mcderately 18.8 158 17.2 16.8 18.0 17.3

C. Shightly 18.9 175 17.6 18.7 18.9 182

D. Does not apply; | would remain on active duty 27.7 440 36.0 35.3 35.6 35.7
regardless.

E. Does not apply; | will not stay on active duty. 7.3 16 4.2 4.4 5.1 4.5

REMARKS. Sixty percent feel that the opportunity to acquire additional civilian e cation while in the Army influences their deci-
sion to remain on active duty. Thirty-six percent would remain on active duty regardless, 5% response; field grade officers are more
inchned to stay on active duty regardless. Conversely, additional civilan education tends to be more of an incentive to -emain on
active duty for company grade (65%) vs. field grade (54%).

' Yy

» _ TABLE 40

s ITEMS % Agree:

w CG FG CA Cs Cs3 ALL
y 36 An officer should acquire an advanced 695 705 663 735 730 699

degree (masters or doctorate) ever: if
the Army does not fund 1it.

REMARKS. The “agree’” figures are developed by combining “'strongly agree, agree, slightly agree” responses Overall, 7025 feet
that officess should acquire an advanced degree even I* the Army doesn’t fund it. Acditionally, 2.5% s:lected “no opinion” as a
response (company grade = 2.8%; field grade = 2.29%).
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TABLE 44
ITEM: 37. All things considered, who in the minary played the biggest role in shaping your own professioral military valus system to date. 5.‘:\
RESPONSE (%) CG FG CA CS CSS ALL ::‘:r
A Company Commander 15.8 6.6 13.7 9.4 9.2 11.4 Rt
8. Battalion Commander 16.8 257 25.2 19.1 16.3 21.1 I
C Bngade Commander 31 6.2 4.6 5.1 4.1 4.6 -
D. General Officer 24 8.8 5.2 44 6.8 5.5 A
E. Peers 8.9 15.1 11.5 12.1 12.4 1.9 e
F. School instructor 1.9 0.9 1.1 20 15 14 \_
G. Supervisor 82 10 5.2 11.4 15.0 9.6 i
H. Someone during precommissioning 239 122 19.5 7.7 6.4 18.1 o
(USMA, ROTC, GCS, etc.) P
I. Noncommussioned officers 7.8 3.0 4.8 6.5 5.9 55 N
J Other 11.3 105 9.2 12.3 12.5 10.6 .:'
REMARKS" The three most frequently selected responses for company grade are. someone during precommussioning (24%), bat- ;5':..'~
tallon commander (17%), and company commander {16%) The three most frequently selected responses for field grade are: bat- e
talion commander (26%), peers (15%), and someone during precommussioning (12%). Overall, the battalion commander (21%) ;,.':-,
and someone during precommissioning (1€%) are the two most frequently selected responses. f,~'.;»
Y
TABLE 42 ]
ITEMS % Agree ]
CG FG CA CcS CSS ALL K
38 For me, service In the Army 1S more than just a 963 979 97.7 963 s70 971
job
Army Ethic—Loyalty to the nation’s ideals, loyalty
to the unit, selfless service and personal
responsibility.
39 Overall, the officers with whorn 1 work exemplify 80.1 890 852 333 843 845
the Army ethic.
40. Alf :n all, the officers with whom | work exemphify 748 853 804 793 798 600
the attitude that they are soldiers first and are
physically and mentally preparcd ior war and
combat.
REMARKS The “ayree’ scales abcve result frum combining “'strongly agree, agree, slightly agree” responses. An overwhziming
majority (97%) agrze that “service in the Army 1s more than a job.” Additionally, most (85%; feei that the officers with whom they
work exemplhfy the “Army ethic” (company grade = 80%, field grade = 89%). Finally, 80% feel that officers with whom they work
exemplify the “warror spirit” (company grade = 75%; field grade = 85%).

TABLE 43

ITEM: 41. Of the dificers at your grade that you know, what percent would make good wartime leaders?
RESPONSE (%, cz FG CA CS CSS ALL
3 A About 100% 18 3.6 2.6 2.3 30 2.7
-:- B. About 75% 236 28.9 26.1 25.4 27.0 26.2
C. About two-thirds 20.1 20.0 21.2 193 18.9 20.1
:‘: D. About 50% 254 23.4 24.3 25.0 239 24.4
L. E About oae-third 111 9.4 107 10.1 9.8 10.3
E" F. About 25% 75 6.4 6.9 7.0 71 7.0
o G. Less than 25% 66 5.3 5.4 6.8 61 6.C
F‘.‘ H. Dcr’t know 3.9 3.0 27 4.0 4.2 35
N —

hEMARKS The median response selccted by all officers 1s “"about 50% of the officers at their grade that they know would make
goad warime leaders ' The median response for fieid grade officers tends to be higher (median = "‘about two-thirds'’) than for
coripany grade {median = “anout 50%").
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TABLE 44

ITEM: 42. What percert o the commussioned officers (01-03) in your current organization are competent it their basic educational
skills (e.g. reading, writing, mathemat.cs, oral communications)?

RESPONSE (%) CcG FG CA 02 CSSs ALL
A About 100% 39.3 229 313 31.9 31.0 314
B. About 75% 32.8 245 28.4 30.3 28.3 28.8
C About two-thirds 105 146 131 11.3 125 12.5
D. About 50% 8.5 14.5 11.7 10.5 115 114
E About one-trird 28 4.6 3.8 3.9 3.4 3.7
F About 25% 1.1 2.3 1.6 2.0 1.6 3.7
G. Less than 25% 0.9 2.2 1.5 1.4 1.7 15
H. Don’t know 42 14.3 8.6 8.7 10.1 9.1

REMARKS. The median response selected by all officers is *‘about 75% of the company grade officers in their current organization
are competent in thewr basic educational skills.” The median field grade response is lower (“'about two-thirds"’) than for company
grade (‘'about 75%"').

TABLE 45
ITEM: 43. What percent of the warrant cficers (WOI-CW2) in your current organization are competent in their basic educational skills?
RESPONSE (%) CG FG CA CS CSS ALL
A About 100% 23.4 15.2 20.0 21.3 181 19.8
B. About 75% 18.0 128 151 15.9 15.8 15.5
C. About two-thirds 83 9.4 90 7.9 9.1 8.8
D. About 50% 9.2 10.6 11.0 6.8 10.8 9.9
E About one-third 30 4.0 40 2.6 34 35
F About 25% 15 2.2 2.0 1.5 1.8 1.8
G. Less than 25% 1.8 24 2.4 1.4 2.3 21
H. Dcr't know 349 426 36.5 42.5 38.7 38.6

RENMARKS. Thirty-nine percent '‘don’t know'" what percent of the warrant officers in their current organization are competent in
their basic educational skilis—quite possibly because their organization may not have any warrant officers. Of those officers expressing
an opinion other than ‘'don’t know,” the median response s “‘about 75%" for both company grade and field grade.

TABLE 46
ITEM: 44. Overall, the greatest weakness in the development of officers in both my branch and at my grade is in the area of.
RESPONSE (%) CG FG CA CS CSS ALL
A Technical skills 9.7 108 8.5 12.4 1.2 102
8. Tactical skills 10.5 7.2 7.0 9.1 11.8 8.9
C Operational skilis (e.g. 21.3 22.7 25.6 21.4 165 21.9
integration of combined arms
elements, management of
battlefield resources, etc.)
D. Concept integration/cognitive 66 13.1 9.1 10.3 10.3 98
skills and abilities
E Leadership and human rela- 17.5 197 18.6 17.3 19.8 18.6
tions skills and abilties
F A lack of appropriate under- 12.9 79 10.5 10.9 10.1 10.5
standing of their role
G. A fack of appropnate military 43 3.4 44 33 3.7 39
values
H. Basic education skills (3R’s) 23 2.7 2.4 2.3 27 25
I. A failure to be a soldier first 10.0 8.0 9.4 8.3 91 90

(1 e, physically/mentally pre-
pared for war and combat).
J Other 3.0 2.5 2.6 3.0 27 2.7

REMARKS. The two most frequently selected responses in the identification of "'grea.cst weakness in the development of officers
in both my branch and at my grade "’ are ' operational skills (22%), ' and ‘leaderstup and human reiations skills and abilities (19%;)."
Additionally, 13% of company grade identify 'a lack of appropriate understanding of role”’ as a weakness, and 13% of field grade
identify “‘concept integration/cognitive skills and abilities’ as the greatest weakness.
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TABLE 47 K

ITEM: 45. Select the deveiopmental expenence that made the greatest contribution to your professional development as an officer N
RESPONSE (%) CG FG CA CS CSS ALL g-:
A. Precommissioning military W
experience 22.8 82 17.0 15.1 139 15.7 =

B. Military Resident Training/Education 5.0 62 5.6 5.8 5.3 5.6 £
C. Miltary Correspondence Education 0.2 03 0.2 0.2 0.4 0.3 =
D. Army-Sponsored Civiian Education 06 25 1.5 1.5 1.8 1.6 ’_',,'
E. Duty Assignments/OJT 44.0 591 50.6 509 52.8 513 )
F A commander’s specific efforts to 1.7 110 121 (AR 10.5 14 -
mentor, coach, or teach }

G. Self-directed developmental efforts 8.8 7.9 7.9 8.5 9.3 8.4 vy
on my own time E‘

H. Learning from peers 4.2 35 37 44 3.7 3.9 o
I._Other 25 1.3 16 2.1 2.4 2.0 P
REMARKS:- *‘Duty assignments/OJT" is the developmental experience that overall makes the greatest contribution to professional ’-‘
development (51%) The second most frequently mentioned response 1s *‘precommissioning expenience,” followed by a *‘commander’s .
spectic efforts to mentor, coach, or teach " Company grac’e tend to place more emphasis on the precommissioning experience E_-
than do field grade, while field grade place more value on duty assignments and OJT than do company grade. Component is not a factor. -3
&

+ :

TABLE 48 oy

ITEM: 46. How many hours per month does your unit devote to formal officer professional development for company grade officers? o
RESPONSE (%) CG FG CA (o] CSS ALL (A
A. None 327 397 32.0 36.9 42.0 36.1 B
B. About 1 hour 19.3 14.6 17.0 17.7 16.7 17.1 ?:"
C. About 2 hours 16.6 11.9 14.7 15.1 13.1 14.3
D. About 3 hours 7.2 37 6.1 5.1 48 5.5 e
E. About 4 hours 13.5 8.5 126 10.0 9.4 11.1
F. About 5 hours 2.2 0.9 1.8 1.5 1.1 1.5 o
G. About 6 hours 2.6 1.6 27 17 1.4 2.1 =
H. About 7 hours 0.7 0.4 0.7 0.3 0.5 0.6 g
1. 8 hours or more 35 24 3.8 2.7 2.0 3.0 Rl
J. Don’t know/my unit does not 1.7 16.4 8.5 2.0 9.0 8.8 R
have company grade officers Y
REMARKS' The median respcnse overall is that units/organizations devote ‘‘about 1 hour’ per month to formal professtonal develop- A~
ment for company grade officers Many officers (36%) report their umit has no formal program, while there is a slight tendency i

for combat arms officers to report more formal professional development hours than do combat service support officers. Formal
programs need work.

rj’

i

TABLE 49

ITEM: 47. How many years have you spent assigned as a full-time student in ether a military or civ ian school since commiss:oning? :":

RESPONSE (%) cG FG CA cs css ALL £

A. None 24.3 14 10.7 16.2 15.0 133 5‘:'

B. Apout 1 year 536 155 311 36.7 4.1 35.1 T

C. About 2 years 15.4 27.0 225 186 20.7 21.0 2

D. About 3 years 49 245 16.6 13.1 12.2 145 A

E. About 4 years 12 182 110 87 7.4 9.4 S

F About 5 years 0.4 87 55 42 29 44 &

G. About 6 years 0.1 32 1.9 1.5 1.3 1.6 ~=

H. Aboui 7 ysars 01 1.0 0.6 0.6 03 0.5 i

I.  About 8 years 0.0 0.2 01 01 00 0.1 N

=5 J More than 8 years 01 02 01 0.3 0.1 01 o
w::. REMARKS: Gverall, the median response 15 that the respondent has spent ‘‘2bout 2 years' as a full-ime student, the median response -_;:
'*:-.' for the company grade ofricer 1s *‘about 1 year,” while for the fie!d grade officer it :1s “"about 3 years.” Comgonent 1s not a factor. T
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TABLE 50 ]
ITEMS % Agree .
CG FG CA Cs CSS ALL ‘f -
48. Noncommusstoned officers 88.5 84.8 87.0 877 854 86.6 i@
! have played a significart role w
a n my professional develop- f—
y ment. e
>y 49. Overall, the group norms and 790 88.5 84.5 82.7 82.9 83.5 e
L role models present In organi-
1N zationsfunits n which 1 have i
e served have made a positive -
- contabution to my profes- .
sional development as an &
officer b
50. The formal officers profes- 31.1 220 29.2 26.4 230 26.6 i
sional development program
i my umit contributes signifi-
cantly to my development o,
51 Overall, the current education 71.6 78.0 77.7 73.1 716 74.7 ]
and waining system for (A
officers enhances Army com- £,
bat readiness ::*‘
52. Education and training 706 67.7 69.7 68.4 69.1 69 2 "
opportunities have occurred at o
the proper time in my career ;".
to date. 0
53 Overall, | am satisfied with 67.7 688 682 67.1 69.1 68.2 [y
Al the professional development ﬁ:“
o opportunities afforded to me ~
‘.-:‘ by my assignment pattern to }:.:-
T date 24
SRS 54. As things now stand, | am 67.5 47.1 56.5 57.7 59.1 57.5 N
~ confident that appropriate "
opporturities for professional f':'x
development will be made =2

available to me as | need ;
them during my career i
55. The Army officer training and 51.2 419 51.8 40.6 43.4 467 L
education system Is preparing }.-_
officers to keep pace with the “:
fielding of high-tech systems {
56 The method of mstruction in 76 6 67.3 716 735 718 722 W
which small groups of stu- at
dents are taught by a faculty A
team leader serving as e
coach/mentorfeducator should b
be expanded io all Army -“
institutional schools for S
officers ;-}.'.
§7. All Army officers should 92.8 87.0 90 1 91.5 88.1 89.9 ;1:
fecewve training In joint and (e
combined operaticns z:.
REMARKS. a) The above agree ' data were obtainec by combining “'strongly agree,” “"agree,” and ‘‘shghtly agree™ responses L
) Overali, 87% ayree that NCOs pilayed a significant role in their professional development, 84% agree that ‘‘socialization’ {item “
48) bas made a significant contribution to development (field grade tends to agree more on the contribut:on of socialization than S
company grade). cj Only 27% agree the formal unit development program contributes to their development (company grade—31%. -
field grade = 22%) d) Overali, 69% agree that education and training opportunities have occurred at the right time in their career —
and 68vo agree tney are satisfied with their assignment pattern to date e) Although 58% agree they are confident future opportuni-
ties for professional development will be made available as needed, those percentages are 638% for company grade, 47% for field ‘~:.
grade f) More company grade officers agree {51%) that the traiming and education system is preparing officers to keep pace with
high-tech systems than do field grade officers (42%) g) Seventy-two percent agree the small group classroom mode! with "*faculty s
as mentor  should be expanded to ali schoois (from CAS2), 77% of company grade 67% of field grade agree h) Officers strongly <
support joint and combined operations training (30% agree) -e:
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TABLE 51
ITEM: 58. What should be the primary purpose of O3C? -':'n
RESPONSE (%) CcG FG CA cs CSss ALL :»:.j
A Preparation for command 2.0 25 28 23 17 23 ‘:—i

B Preparation for staff 0.1 0.0 0.3 0.8 0.5 0.5

C Prepare for command and staff 2.3 1.5 1.2 27 25 20 o=
D. Develop basic brarch skill proficiency 87.4 860 892 85.1 84.1 86.7 e
E Shared experniences with peers/others 00 00 03 0.3 04 0.3 :-:.f
across the Army
F. Inculcation of Army values 3.9 7.6 4.6 6.6 90 6.4 <
G. Don’t know 00 00 0.2 0.2 0.1 0.2 e
H Other 2.2 1.1 1.5 19 1.7 1.7 o

REMARKS: Eighty-seven percent of those office"s whose most recent school was OBC feel that the school’s primary purpose should
be to develop basic branch skill proficiency.

TABLE 52

ITEM: 59. What should be the primary purpose of OAC?
RESPONSE (%) CG FG CA CS CSS ALL
A Preparation for command 343 27.7 371 27.5 24.7 311
B Preparation for staff 3.5 4.6 2.8 4.1 60 4.0
C Prepare for command and staff 51.7 555 53.9 54.7 520 53.5
D. Develop bastc branch skill proficiency 15 5.6 1.8 47 5.% 3.5
€ Shared experiences with peers/others 58 4.4 2.6 5.6 87 5.1 bt

across the Army £ 4
F Inculcation of Army values 0.0 01 0.3 0.7 0.6 0.5 ‘c'.:-;
G Don’t know 1.7 05 09 1.3 14 1.1 !'T:.‘-‘
H. Other 12 10 0.7 1.4 1.6 1.1 b
REMARKS. Fifty-five percent of those officers whose most recent school was OAC fee! that the school’s primary purpose should 5%:":{
be to prepare for command and staff; 31% feel the purpose should be to prepare for command. :‘;,‘,_}:

v
'
L&

e
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TABLE 53 -
ITEM: 60. What should be the prnimary purpose of CAS3? .
RESPONSE (%) CG FG CA (0] CSS ALL 3
A Preparation for command 2.2 23 2.0 28 2.1 2.2 -
B Preparation for staif 442 46 3 521 40.5 381 452 q
C Prepare for command and staff 25.7 31.0 24.8 31.0 315 283 c} )
D Develop basic ranch skill proficiency 0.3 05 0.3 0.5 0.4 0.4 ‘.‘-\:'j"
E Shared experiences with peers/others 78 6.8 5.7 7.9 86 71 ‘-:._\
across the Army ol
F Inculcation of Army values 10 0.7 0.6 1.0 12 0.9 -‘.;-.,
G Don't know 17.8 11.3 13.2 15.2 16.4 14.6 LR
H Other 15 11 12 1.1 16 13 B
REMARKS Sixty-seven percent of those whose most recent school was CAS3 feel the purpose of the school should be to *‘prepare .:: o
for stafi.” 249% feel the purpose shoula be to prepare for both command and staff. e
ST
TABLE 54 =
ITEM: 61. What shouid be the pnimary purpose of CGSC? ,_,___“-!
RESPONSE (%) CG FG CA cs CSS ALL Lo
A Operational level warfighting skills 86 113 116 99 7.1 9.9 ..-_"':‘
B Preparation for command 25 2.2 28 19 2.1 24 hiead
C Preparauon for high level staff 121 15.1 14.0 13.1 14¢C 13.8 s
D Crtical thinking/concept integration 70 74 67 78 7.5 72 i
E Leadership and development of iarge/ 70 26 40 5.1 6.1 4.9 =
complex organizaiions
A F Some combination of the above 447 80 4 57.1 528 53¢ 52.3
5 G Don't know o 182 06 99 93 9.3 96
! REMARKS S:xty-three percent of those officers whose most recent school was CGSC (resident) feei that the school purpose should

be ‘'some combination of the above *
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TABLE 55 Y
ITEM: 62. What should oe ithe primary purpose of SSC? z::f:
RESPONSE (%) CG FG CA CS CSS ALL }:"
A. Operational level warfighting skills 4.6 36 46 4.1 4.1 43 )
B. Preparation for command 1.0 11 1.3 0.9 0.8 1.1 !
C Preparation for high level staff 8.5 66 77 78 7.2 7.6 [ |
D. Cntical thinkir.g/concept integration 68 19.9 126 13.5 13.9 13.2 ""':
E. Leadership and development of iarge/ 108 19.3 136 15.1 16.9 14.9 -'-
complex organizations 5
F. Some combiniation of the above 31.1 438 379 364 369 373 L
G Don’t know 37.2 5.3 224 22.2 201 21.7 P
L
REMARKS. Fifty percent of those whose most recent school was AWC (resident) feel that the school purpose should be ''some .
combination of the above.” 5‘;:_.

i
P
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TABLE 56
ITEM: 63. The best action to he taken with respec: to OAC, CAS3, and CGSC is: ;_:__
RESPONSE (%) CG FG CA CS CSS ALL ‘a,é
A Keep all three 33.5 32.7 353 33.4 294 33.1 ~
B. Delete OAC 15 22 13 1.7 29 19 be
C. Delete CAS3 5.8 7.7 6.9 6.8 6.5 6.8 3"'_-‘_
D Delete CGSC 04 1.6 1.0 10 1.0 1.0 s
E. Merge OAC and CAS3 29.6 32.0 29.7 31.2 32.2 30.8 f y
F. Merge CAS3 and CGSC 3.1 8.3 6.2 6.0 7.8 6.6 ]
G. Other (specify) 1.8 1.7 1.7 1.8 20 1.8 i
H. Don’t know, no opinion 22.2 13.5 17.8 18.2 181 18.0 s
REMARKS. There is no clear consensus on what actions—if any—should be taken with regard to OAC, CAS3, and CGSC. Of those e
officers with an opinton, most recommend a course of action that would merge CAS3 with either OAC or CGSC. However, recent e

graduates of CAS3 feel strongly that all three schools should be kept (62%), and only 21% recommend merge of CAS3 with OAC.

"
n

i
TABLE 57 \

ITEMS % Agree B
CG FG CA CS css No ALL MR

Opinion [

64. In my branch, there is currently a need for 21.0 40.7 323 31.7 26.7 430 305 7]
additional intensive education/training in "_i
warfighting and operational planning skills o
after CGSC but prior to SSC. Q-g:.;f

65 In my branch, demands of the future 51.4 71.2 631 64.2 55.0 23.1 61.0 f;\t_-
battlefield will require that all field grade ;,w’f.

L
vl e

officers continue their ecucation and training
beyond CGSC level.

e &
Y

-

«

66. CGSC (resident or non-resident) should be 229 259 25.0 245 23.0 40.8 24.4
a prerequisite for attendance at AFSC.
67. AFSC should continue to be considered a 25.6 600 40.3 43.1 45.0 419 42.3
CGSC equivalent school
68 There i1s a need for additional education and 226 323 274 279 265 549 27.3
training (resident or non-resident) beyond SSC.
k. - 69. Advanced civiian schooling is necessary for 69.0 64.0 639 69.8 68 a 42 66.5
E’. me to be proficient in esther cor both of my
- specialties.
:.:_\". 70. Resident course schools should not require 402 438 447 412 42.6 8.7 43.2
‘-:‘- students to complete preliminary requirements

’

prior to attendance

ok

¥
rer -
P

Gl
W
R

REMARKS. The Agree’ scale above ieflects a combination of * strongly agree-agree-slightly agree ~ data. a) Items 64-65. and T
68 attempt to determine whether or not otficers perceive there is a vo.d in schooiing beyond CGSC and beyona SSC. Wh.ie a signifi-

v
o e
1
NP
. 1]
N
L]

cant portion of officers did not have an opinion, only 31% and 27% feit there was a need for additional ed/trng after CGSC and g

== SSC. respectively Conversely, 61%g feel that demands of the future battlef.eld wili require all field grade officers to continue thesr —3
- editrng beyond CGSC (presumably, ali field grade officers should have the opportunity to achieve MEL l). o) Officers do not feel -
-, that CGSC should be a prereausite for attendance at AFSC, 609 of field grade officers feel AFSC should continue to be a CGSC T
: equivalent school c) Sixty-seven percent (67%) feel ACS is necessary for skill proficiency d) Most officers support policies (hat ‘.{',-'
::-.: require students to complete preliminary requirements prior to attendance (43% do not). }::-
~'::- ‘:':‘1'
t. -d
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TABLE 58
ITEMS % Agree
CG FG CA CS CSS ALL
71. To become competent, grow, and enhance abilities to 935 92.3 93.2 93.2 92.5 92.9

perform well in current and future assignments,
officers must continua their professional development
through some self study.

72. Some duty assignments within a particular grade level 91.3 96.9 94.9 93.7 92.9 93.9
are more important to the Army than others.
73. The opportunity for continued professional development 61.6 594 60.5 59 4 61.8 60.5

should be weighted in favor of those with the highest
promotion potential.

74. The officer should be first a mentor and role model 88.0 87.3 87.8 87.4 87.6 87.7
who instills Army values and develops his subordi-
nates as his most important responsibihty.

75. The policy of early selection of a verv few officers for 68 1 75.9 73.1 70.3 71.1 71.9
promotion below the zone encourages officers to focus
on short-term, high visibility goals.

76. Most officers are promoted before they become 33.6 29.8 34.6 23.6 28.9 31.8
competent at their existing grade level.

REMARKS" The “Agree” scale above reflects a combination of *‘strongly agree-agree-shghtly agree’’ data. a) Ninety-three percent
support continuing development through self-study. b) Ninety-four percent feel some duty assignments are more important than
others c) Sixty-one percent feel opportunities for development should be weighted in favor of those with the highest promotion
potential d) The mentoring concept is supported—=88% feel officers should be first a mentor/role model to instill values and develop
subordinates. e) Most officers (72%) feel that below the zone selection policies encourage officers to focus on short-term goals
f) Only 32% feel current promotion pchicies do not allow adequate time for officers to Lec ome competent in their duties

TABLE 59
{TEM: 77. The number of officers attending CGSC each year should be:
RESPONSE (%) CG FG CA CSs Css ALL
A. Expanded tc accommodate all eligible officers 36.4 489 39.7 421 423 41.0
B. Remain the same 14.8 39.6 27.9 24.9 27.2 26.9
C. Reduced 0.8 3.6 25 1.9 19 22
D. No opinion; dor’t know 48.1 10.9 30.¢ 31.2 28.6 29.9

REMARKS- Of those officers with an opinion, most feel that the numbe: 6f nfficers attending CGSC each year should be. expanded
to accommodate all eligible officer by a 3-2 ratio over “‘remain the same.” Fiel* grade officers are more likely to have an op:nion
than are company grade officers.

TABLE 60
ITEM: 78. Who should attend CGSC?
RESPONSE (%) CcG FG CA CcS CSS ALL
A All officers 20.2 322 2456 264 28.1 26.1
B. Only those officers with 3.2 12 24 1.9 2.2 2.2
potential for command
C. Those officers with potent:al 32 28 29 2.7 35 30
for high level staff assignments
D. BothBand C 513 60.3 571 £5.3 53.8 55.7
E. Other 1.0 21 1.5 1.2 1.9 15
F. No opmnion, don't know 21.0 13 115 124 106 114

REMARKS" Most officers {61%) feel that officers with potential for either command or high level staff assignments shouid attend
CGSC Twenty-six percent overall feel that all officers should atiena. Field grade oificers are more hkely to have an opinion on
this subject than are company grade officers.
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TABLE 61 .
ITEM: 79. The policy for below the zone selections for promotion should be g
RESPONSE (%) cG FG CA Ccs css ALL e
A Remam the same as now 222 45.2 324 319 363 33.4 NN
8 Expanded to include selection of 369 133 239 280 258 25.4
all those fully qualfied for selec- R\
tion below the zone
C Abonsh beiow the zone selec-
tions 17C 335 26.7 242 229 250 (RN
D Don't know 239 79 17 ° 5.8 149 16.2 ol
REMARKS There s no consensus .oncernng beio» the zone promotions, a equaliy significant number feei the policy should remain .
the same (33%; be expanded (3554}, Or be abolis 1ed (25%) Company grade officers are more likely to favor expansion than field \
grade (27% vs 139%¢). while hield grade officers are more ikely to favor abolition than company grade (34% vs. 19%). —
frger
TABLE 62 e
ITEM: 80. How much time s requireg for an officer in your branch to spand in resident schooling (both military and/or civihan) during : :~
a 20-year career n order 10 stay cJrrent/competent both as an officer and n his field? -‘";
RESPONSE (%) CG FG CA CS CSS ALL -7
A Less than 1 vear 11 07 07 i0 12 9 A
B About 1 year 25 18 14 2.2 3.7 2.2 S
C About 2 years i01 10.8 8.6 10.7 13.1 10.4 e
D About 3 years 220 273 235 237 27.3 24.6 O
E. About 4 years 298 339 34.2 30.5 29.0 318 R
F About 5 years 20.6 18.0 211 19.6 16.4 193 by i
G About 6 years 9.3 56 7.6 82 58 72 ?q-_,,
4 About 7 years 21 11 1.7 1.6 1.5 1.5 i.'”
i ASout 8 years 30 07 1.4 25 1.9 1.9 heh
REMARKS. The median response ss that about 4 years time s required for an officer to spend in resident schocling durning a g:'_:
20-year career to stay current/competent 251
Lo
.'_,\.j
_ TABLE 63 N
ITEM. 81. Wil of the foilowing shouic hiave the primary responsiviity for professional development of otficers in your caieer field. S
RESPONSE (03) R FG cA cs css ALL -
A MILPERCEN 132 208 16.1 i61 188 16.9 “ *i
B The tianch progonent (e §. seérvice schoodl) 352 36.7 341 373 37.8 35.9 —_~
C The commanding sificer/supsrvisst in each 172 157 171 i21 10.7 140 el
duty asstgnment N
© Each indivcual cificer 1s responsible for 311 267 28.2 3686 286 28.9 N
histher own develnpment e
E Other 33 5.1 45 38 4.1 42 S
Sk

REMARKS Theie 's 1.9 agreement on where the prmary responsibility {or professiona: deveiopment showa be. A signdicant por-
tGn 29%0; felt eacn individua! officer 1S responsible for his’her own cevelopment. Simdarly, the branch proponeri (36%;). MILPER-
CEN (17%) and the commander (74%) are seen as having primary professional development roies.
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TABLE 64
ITEMS % Agree
CG FG CA CS CSS ALL
82. A factor in the evaluation of commancers shouid 95.4 96.4 96.1 958 95.7 95.8

be the degree to which they adequately deveiop the
officers serving under them.

83 In the event of rapid mobilization, | have been 40.6 585 498.5 48.1 49.8 49.3
prepared to assume command and/or staff pcsiicns two
levels above my current assignment

84. The Aighest priority of the Officer Frofessional 65¢ 43.2 58.4 543 49.7 54.8
Development System (OPDS) shculd be to prepare officers
to assume command peosiions

REMARKS- The “agree” data above were developed by combin'ng “'strongly agree,” * agree, ~ and “shghtly agree ' responses.
a) Officers strongly support (86%) the notion tha' commanders should be evaluated on the degree to which off'cers serving under
them a: z adequately developed b) Officers overall are not prepared to assume command/staff positions two levels above therr
current one in the event of rapid mobilization Company grade officers feel less prepared (41%) than field grade (59%). ¢) Company
grade officers agree (66%) that the highest prionty of OPDS should be to develop officers to assume command positions; only
43% of field grade agree. Combat arms officers also tend to agree (58%) more than do CSS officers (50%).

TABLE 65

ITEM: 85. Increased resources should be apphed to developing officers in your branch for.

RESPONSE (%) CG FG CA CSs CSS ALL

A TOE type assignments 302 23.0 323 25.7 18.5 267

B TDA typc assignments 40 72 44 5.7 72 55
- C Both TOE and TDA type assignments 43 4 470 39.4 479 522 45.2
Yy D No change from current emphasis 15 14.7 13.8 110 13.7 13.1
e E No opinion. don't xnow 10.8 8.1 10.0 9.7 85 9.5

REMARKS Overall the inode response of the officer corps is that increased resources should be applied tc developing officers
for poth TOE and TDA type assignments More company grade than . eid grade (30% vs 23%) and more combai arms cfiicers
thar combat service support officers (32%s vs 19%¢) feel that increased rasources should be apphed to TGE type assignments

ooe s,

. P
R

TABLE 66
I_‘IEM: 86. _§'nou|d officers be required {c pass a nultary skills competency test prior to p.omouon to the next grade?
RESPONSE (%) CG FG CA CS CSS ALL
A Defintely no 35.8 393 347 37.0 425 375
B Yes for all grade luveis 270 i91 25.0 244 19.1 23.1
X C Yes. for 0-1 oniy 37 i3 25 27 25 25
o D Yes. for 0-1 and 0-2 only 16.0 7.2 85 84 9.2 8.7
. E Yes. for 0-2 only 1.2 0.9 1.0 J9 1.3 1.1
. F Yes for 0-1. 0-2. and 0 3 oniy i22 180 155 146 14.6 15.0
* { G Yes. for 0-3 only 1.3 1.6 12 16 17 1.4
AN H Yes for 0-1. 0-2. 0-3 and 0-4 only 43 73 6.6 5.6 44 5.7
"~.“_-. i Yes. for 0-4 only 09 08 0.7 1.0 0.8 0.8
. v Yes, for some combination of grades 3.7 45 44 3.6 40 41

(4
-

other than above

L4

)
)
[

Iy

REMARKS While the response mode 1s that officers shoulu not be required to pass a competency test prior {0 promotion 1o the
next mgher grade (38%%) 62°¢ indicate that some degree of competency tesiing is desirable For example. 23% say yes for ali
grades™ 34% indicate competency iesting 1s desirable for some combination of company grade promotions
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TABLE 67

ITEM: 87. Current transition ooints for officer development now tend to be associated with schools (e g. OBC, OAC, CAS3, CGSC.
SSC) Are these the appropriate transition points?

RESPONSE (%) CG FG CA CS CSS ALL
A. Yes 58 1 58.8 59.1 57.2 58 4 58.4
B. No 242 285 25.9 266 265 263
C Do not know 17.7 82 149 162 152 153

REMARKS. a) A critical transition point i1s defined as a stage or event in the career of an officer which represents a substantial
change in levei of responsibiity, scope of work, or level of understanding \irame of reference) required to perform effectively
bj Fifty-exght percent overali indicate schools are appropriately associated with career transition points (152 selected do not know )

TABLE 68

ITEM: 88. During the first 20 years of commissioned service, what is the maximum single block of time that an officer in your branch
should be in assigrments away from troops™ (i e. assignments other ‘han those having tactical or warime mission significance)?

RESPONSE (%) CG FG CA CS CSS ALL
A. 1 year or less 66 1.9 4.8 4.2 3.5 43
B. 2 years 194 11.3 18.1 4.9 116 15.5
C 3years 282 37.8 34.1 311 323 329
D 4 years 13 146 129 131 12.7 129
E. 5 years 12.3 12.2 12.8 12.3 1.6 12.3
F 6 years 9.9 10.0 86 108 11.3 9.9
G. 7 years 2.6 2.2 21 21 20 21
H 8 years 45 43 35 47 56 4.4
I. More than 8 years 5.7 5.7 3.0 6.7 9.3 57

REMARKS. Overaii. the median response regardless of grade s that an officer shouid be away from ircops " no more than about
3 years ~” The combat service support oificer median response s only shightly higher at **4 years.”

TABLE 69
ITEMS % Agree
CG FG CA CS CSS ALL
89 Our officer development system coes not go far enough 811 752 776 729 80 78.2
today in preparning officers for war and combat.
90 Career development for individual officers i1s secondary 68.2 71.4 70.8 70.0 67.8 65.8
to the need for the Army to defend the country and
deter war
9! The bold. oniginal. creative officer cannot survive in 485 48.4 485 469 478 48 4
today's Army.
92. The officer corps today 1s focused toward personal gain 69.1 862 688 66 4 668 677
as opposed to seiflessness.
93 The promotion system does not reward those officers 662 625 68 4 635 587 643

who have the seasoning anc potential to be the best
warime leaders

REMARKS. The agree data above resuits from combining strongly agree. agree and shghtly agree responses a) The
cimate «n the Army for officer professionai deveiopment needs work As evidence. a significant number of officers perceive the
foilow ng 1) Seventy-eight percent feei there isn { enough emphasis cn warcombat 2) Forty-eight percent feei the bold. creative
officer cannot survive in today s Army 3) S.xty-eight percent feei the officer corps s focused toward persoaal ga:n rather than
selfiessaess 4) Sixty-four percent feel the promotion system coes not reward those with the potent.ai to be the best warume leaders
b) On a positive note. most officers agree that the Army’s needs come first ¢) Responses are consistent. regardiess of grade or
component
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Appendix 3 to ANNEX JJ

PDOS CONTENT ANALYSIS OF SURVEY REMARKS

1. PURPOSE: To describe trends and emerging
issues based on a content analysis of the written responses
from returned 01-06 PDOS survey questionaires.

2. DISCUSSION.
a. Data Base:

() Almost 23,000 surveys were mailed to commis-
sioned officers (01-06) (see Figure JJ-3-1, Data Base, on
the following page).

(2) 14046 officers responded—49% were field grade
officers and 51% were company grade officers.

(3) 3689 of the questionnaires contained written
remarks—47% were field grade officers and 53% were
company grade officers.

(4) Written responses were content analyzed for their
impact on the individual, the schoolhouse and the system.

b. Observations:
(1) In general, the comments iell into two areas:

(a) Officers who werc genuinely concerned about
the Army and pointed out problems within the system.

{b) Officer who felt that the professional develop-
ment system had dealt with them unfairly.

(2) Because of the scope of the survey, many younger
officers (0i-02) have not attended many of the schools
referenced in the survey and therefore could not offer
substantive comments on a system they had not ex-
perienced.

¢. Field Grade Officer Analysis.
(1) The Individual Officer:

(a) 210 (officers who responded) agree with tie con-
cept of mentoring.

(b) 150 cited that officer< were more oriented on a
career as opposed to scifless service.

(c) 198 stated that officers viewed certain school and
certain assignments as “‘ticket punches™.

() 67 felt officers accepted positions and projects
that were short-term and/or high visibility for career
enhancement.

(e) 141 recognized the need for a renewed emphasis
to instill the Army ethic and code of values.

(f) 63 called for the elimination of the **zero defect™
philosophy.

(g) 75 strongly expressed the feeling that the officer
corps embodies the warrior spirit.
(2) The school house:

(a) 135 stated a desire to have tactical and warfighting
skills enhanced.

(b) 73 were concerned with the low precommission-
ing standards of certain ROTC programs, in addition to
low standands in the resident school system.

(c) 138 expressed a desire for more functional
courses, in addition to the resident courses (OBC, OAC.
CSC and SSC). These short-term functional courses
would be on new equipment, tactics, doctrine, ect.

(3) The system:

(a) 140 officers cited their frustration with
MILPERCEN directing their career.

{b) 119 cited a need to redefine success in terms other
than command and believed that there should be two
tracks for an officer’s carcer—command and staff.

(c) 63 were concerned that the promotion system
needed to be overhauled.

d. Company Grade Officer Analysis.
(1) The individual officer:
(a) 310 agree with the concept of mentoring.

{b) 342 cited that officers were more oriented on a
career as opposcd to selfless service.

(¢) 263 stated that officers viewed certain schools
and assignments as ‘“ticket punches™.

(d) 124 felt officers accepted positions and projects
that were short-term. high visibility for career
cnhancement.

(¢) 244 recognized a renewed emphasis to instill the
Army cthic and a code of values.

(f) 65 called for the elimination of the “zcro defect™
philosophy.
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(2) Finally. 191 strongly expressed the fechng that
the oftficer embodic- the warr or spirit.

{2) The schoolhouse:

{a) 270 stated .« desire to have tactical and warfight g
skills enhanced at OBC (especially CS & CSS OBCs).

{b) 197 were concerned widh the low precommission-
ing standards of certain ROTC programs. in additton o
low academic standards of branch OBCs.

(¢) 99 found seii-development courses and/or resi-
dent course prerequisites, i.¢.. CAS3. to be difficult to
comgpiete due to job demands. especially company com-
manders 1nd priman battalicn «aff officers in OCONUS
assignments.

(3) The system:

{a) 293 officers cited the frusration with
MILPERCEN directing thenr carecr.

{b) 91 cited a need to redefiite success in terms other
than command and believed that there should e two
tracks--command and staff.

¢. Key points to be stressed:
(1) Successes:

(a) Mentoring. as a lcadership style is sup-
ported. Junior officers felt that they were being “men-
tored” by company commanders and battalion and
brigade staff officers.

{b) CAS3 is a success t terms of centent, teaching
mode and usefulness.  The chaliznges are the umeliness

ool sult sl el Sk ol Sn s e Lo 55 Jrd fatd 1ot alin dote Wi MRt L e * i 453 bgurin oo Ua TR St L g Sel s Py oty

of the course in an officer’s career (i.c.. many captains
have had staff experience. without the benefit of CAS2.
prior 1o their attending the course) and the high billpayer
cost to the Army in terms of former battalion com-
manders teaching the course and time away from units
by captains.

{¢) Advanced civil schooling 1s considered beneficial
to buth the officer and subsequent duty performance.

(2) Challenges:

(@) Pre-commissioning standards vary considerably
among colleges and universities.

(b) Basic educational skills (3Rs) are still a prob-
fem with some company grade officers.

o) Warfighting skills nced 10 be improved.

tdi} Too many officers see their contemporarics
and.or superiors 2s “careerists.” interested in the short-
term (“high viz *) projects vice selfless service.

() Licutenants arc spending too much time in schoo!
or staff at the expense of unit/troop time.

{f) The Army cthic and value systcm needs to be
emphasized in our schools and urits.

2i To maay officers. balancing the concepts of
“seifless service™ with ““the individual is his own best
carcer manager™ are frustrated by an assignment systiem
that is perceived as uncaring and merely filling “spaces
with faces.” This is exacerbated when MI1.PERCEN re-
quires an officer to take an “off-linc. away from troups™
assignmem (sometimes more than once) and then tells
him that because of his assignment pattern he is qualified
but not competitive for promiotion or assignment con-
sideration.

s
1

Figure JJ-2-1: Data Base.

sl

Surveys relected with «ncompiete information

Naaohn

SURVEYS
= RETURNED COMMENTS COMMENTS
ABSOLUTE RETURNED (*} % (*°)
- - FREQUENCY L _
- 2LT 973 272 27.55%
. wy 1841 535 29 06%
L cPT 4380 1288 22.04%
: MAJ 3335 949 28 45%
-~ LI 420 662 27 35%
- coL 1019 27 26 53%
o 22z ("7 87 - -
NOTES
*  Numper of surveys rewrned w.in subjective comments
**  Percent oi surveys returncd with subiectue coinments
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(h) The selection board for resident CGSOC is seen
~+ both a quality “cut” and as an mdicator of future resi-
dent schooling opportunities. Non-selection for resident
CGSOC is scen as the end of professional Jevelopment
in in-resident schools and fosters the perception of an
“A-team-resident schooling™ and a **B tcam non-resident
schooling™.

() There is a concern that at the 10-year mark of
an officer’s careet. two key events shape the officer’s
future One is the promotion o major (approx. 83%
selection rate) and two. selection fer resident CSC level

schooliag (approx. 50% of majors). On these two buards,
an offscer’s destiny i shaped. yot for the 10 years prior
little was done to weed out substandard officers.

(j) Two concerns are expressed about the promo-
tion svstem: one, that promotion to first lieutenant and
to captain is automatic with little attempt to weed out
substandard officers; and two, due, in part, to this
automatic promotion system. the fact that there are so
few below-the-zone promotion slots, the below-the-zone
promotion system does not {cannot) reward truly out-
standing young officers.
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Author: MAJ Meriwether
Team Chief: COL Dunn

Appendix 4 to ANNEX JJ
GENERAL OFFICER SURVEY

1. PURPOSE: To present a copy of the General 2. DISCUSSION: A copy of the General Officer
Officer Survey. Survey booklet is attached at Tab A.

TAB A - General Officer Survey
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GLOSSARY OF TERMS

Army Ethic. Loyaity to the nations's ideals, loyalty to the unit,
personal responsibility, and selfless service.

Army Values. Courage (physical and moral), candor, competence, and
commitment,

Education. Knowledge that broadens one's abiiities. Teaches how to think
and decide; teaches reasoning and judgement; provides -alues and insights.

Functional Area. A career Tield (as opposed to a bvanch} cefined by an
interrelated grouping of tasks and skills usually equir’ng significant
education, training and experience.

Leadership. A process in which a soldier applies his or her beliefs,
values, ethics, character, knowledge and skills to influence others to
accomplish the mission.

Management. Planning, organizing, controlling, coordinating and directing
resources.

Mentor. A leader involved in developing (educating, socializing, and
training) an individual. The mentor acts as though he/she were a coach, a
parent, a teacher, etc.

Professional Development. The preparaticn of officers to effectively Tead
the Army and efficiently manage its resources. It is an interactive process
involving the military school system, the unit, the individual and the
personnel center in educating, training, socializing and assigning the
officer corps.

Skill. Specialized qualifications or abilities required to perform the
duties of a specific position; may require significant education, training,
and experience.

Socialization. The process by which officers Tearn through interactions
with Teaders, peers, and subordinates the values, attitudes, and behaviors
appropriate for the Army roles they assume.

Training. Skills for performing duties in specific work assignments.
Teaches individuals how to do something.

Transition Point. A stage or event in the career of an officer which
represents a substantial change in level of responsibility, scope of work,
or level of understanding required to perform effectively.

Warrior Spirit. The attitude that one is first a soldier and must always be

prepared physically and mentally to lead soldiers in-o battle. It is
exemplified by officers demonstrating courage, confidence, and the offensive
spirit while performing their dutves.
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COURSE DESCRIPTIONS

Officer Basic Course (OBC)

0BC is curreutly under review for possible revision in the near future. The
branch schools have considerable variation in structure and content but most
are approximately 20 weeks in length. Many of the schools are structured to
include a common military core and branch common training within the 20
weeks with special functional courses designed to prepare lieutenants for
specific types of units following the 20-week 0BC. The primary purpose of
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- all OBCs is to prepare lieutenants for their initial assignment as an o=
Iﬁ officer. The POIs at each branch school provide a mix of training and Eene

education in leadership, ethics, tactics, training of soldiers, equipment s
% maintenance, unit logistics and branch specific subjects designed to branch )
3 qualify the Tieutenant. s
' Officer Advanced Course (0AC) oy

The newly revised OAC is a 20-week PCS course with a 6-week core curriculum
common to all of the branch schools. In addition to the 6-week military
common core, each branch school will develop a common branch core to be
completed by all officers attending the course. The combined common core s
curriculum will Tast approximately 14 weeks. The remaining 6 weeks of OAC Luix
will include modules designed to prepare captains for their follow-on ]
assignments. The content of the 6-week military common core includes i
leadership, training and training management, force integration, military i
justice, military history, physical fitness, combined/arms and written and o
oral comunications. The branch component of the common core will include v
content required by all captains in the branch. Ny

4 Combined Arms and Service Staff School (CAS 3) isz
;‘ CAS 3 is a 9-week TDY course designed to provide training for captains in f?}f
- generic staff skills required at brigade, division and installation level {;;q

PP

and serves as a transition to field grade responsibilities. The course

emphasizes staff interaction, thinking skills, problem analysis, decision T
B making, and defending decisions in an intense small group environment. ﬁ?f?
¥ Course content includes logistics, training management, budget, ~Ng
3 mobilization, deployment, and combat and staff operations. All instruction O
- takes place in small (12-person) groups led by an experienced 05 who serves e

as the instructor, team leader, and mentor. The teams spend nine intensive N
weeks working on a series of interrelated, scenario-driven problems.

Completion of a non-resident phase and an exam are prerequisites for X
entering the resident phase of CAS 3. When fully implemented, all captains .
will attend CAS 3 (approximately 4,500 each year). There are no plans for a T
non-resident version of this course. e
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Command and General Staff Officer Course {CGSC)

CGSC is currently a 40-week course designed to prepare officers for field
grade command positions and for duty as principal staff officers at brigade
and higher echelons. During the first 3 weeks of the course, officers must
pass a competency exam demonstrating proficiency in a number of subject
areas which are prerequisites for material covered in CGSC. The first term
of the course is devoted entirely to common core classes. The second and
third terms both include 90 hours of core subiects and 120 hours of elective
classes. Instruction concentrates on command and staff skills required to
plan and conduct the Airland Battle at division Tevel and above and on
skills needed for high level TDA assignments. The non-resident course

includes 17 sub-courses which must be completed within 36 months of initial %,
enrollment. kY
Advanced MiTitary Studies Program (AMSP) o
The Advanced Military Studies Program (AMSP) is a 48-week follow-on to f‘
Command and General Staff College (CGSC) designed to produce future division -
and corps principal staff officers and commanders. While CGSC teaches -
doctrine, AMSP teaches the ideas behind the doctrine, the way to get the -
most out of current/future fighting systems, the effects of battlefield -
conditions, the human dimension in warfare, leadership challenges, and -
operational planning. A 2-man team of experienced lieutenant colonels leads Y
the 12-student group through the 48-week curriculum of military theory and Ty
historical case studies punctuated by battle/campaigning simulation, f%
exercises, and field trips. Each student must research and author a masters o
thesis on an Army problem. There were 12 graduates in the 1983-84 Pilot e
Program. The size of the course is scheduied to increase to 96 students to -
optimize benefits to the Army and student costs. Students must volunteer, b
be screened for potential by MILPERCEN, and selected by Commandant, CGSC. £
There are no plans for a non-resident version of this course. igf
Army War College {AWC) A
N

The AWC is currently a 44-week course composed of a core course plus student ]
electives, The primary purpose of ANC is to prepare officers for senior =7
leadership positions in the Army and other Defense and Defense-related -
agencies. The course content focuses on national security affairs with i?
emphasis on the development of military forces in Tand warfare. The ﬁj
non-resident course is composed of 12 subcourses completed over a 2-year 23
period and includes two Z-week resident phases. -
o
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INSTRUCTIONS

1. The purpose of this survey is to ask you the really tough questions that
must be addressed in order to consider what direction the Officer
Professional Development System (OPDS) should take to meet the needs of the
future -- out to and including the year 2025.

2. Please do not place your name or social security number on this booklet.

3. Make all of your responses in this booklet by circling the appropriate
response and clarifying your position in the space provided.

4, If issues 2re not addressed that you feel strongly should be addressed,

please explain your position in the Remarks Section at the end of the
booklet.

5. When you have completed the survey, please place it in the return
envelope and mail.

6. Thank you for your effort. You will be provided a summary of the data
collected.
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DEMOGRAPHICS

In this section, please circle the appropriate response to the following
demographic items.

A. Current pay grade

Ve e
Vot

A. 0-6(P)

B. 0-7

c. 0-8

D. 0-9 ey
E. 0-10

[

B. Circle the letter which corresponds to your basic branch.

()

A. Adjutant General Infantry
B. Air Defense Artillery . Judge Advocate General
C. Armor Medical

Med<cal Service
Military Intelligence
Military Police

D. Army Nurse Corps
E. Aviation
F. Chaplain

'-' r'n‘.‘vry” F KRN u'.-"-’,.",
IR Y B s b R

EEC A NDOVO X
. L] » L[] . . L) . . L]

G. Chemical Ordnance hE

H. Dental Quartermaster £

I. Engineer Signal <

J. Field Artillery Transportation R

K. Finance Veterinary i

C. Select the letter below that corresponds to the command to which you are =
assigned. o
A. US Army Europe and Seventh Army (USAREUR) Y

B. Eighth US Army or other US Army forces in Korea (EUSA) oy

C. US Army Japan, including US Army forces in Okinawa (USARJ) -

D. US Army Western Command {(WESTCOM) .

E. US Army Training and Doctrine Command {TRADOC) -

F. US Army Forces Command (FORSCOM), including US Army forces in 2
Alaska, Panama, and Puerto Rico R

G. US Army Materiel Development and Readiness Command (DARCOM) £S

H. US Army Military District of Washington (MDW) o

I. US Army Health Services Command (USAHSC) w2

J. US Army Recruiting Command (USAREC) ~

K. US Military Academy (USMA) L

L. HQDA Staff Elements or their field activities (MILPERCEN, TAGCEN, e
OCE, OSA, and 0TJAG) =

M. Duty with Reserve and National Guard oy

N. Joint or Combined Headquarters -

0. INSCOM e

P. US Criminal Investigation Command (USACIDC) I

Q. Other o

7 >
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D. Select the Tetter below Lhat corresponds to the type of position to
which you are a2ssigned:

A. Combat Army Troop Leader/Reserve Component and Mobilization

B. Ccmbat Developments/Combined Arms Doctrine
C. Command, Control, Communications/Information Management
D. Intelligence
E. Joint/International/Security Assistance
F. Logistics
G. Operations Planning/Strategy
H. Personnel/Manpower
1. Research, Development, Acquisition ¢
J. Resource Management i
K. Training e
L. Other . :
Em]
E. Indicate what your specialties (initial/additional) were: £
SPECIALTY CODES gg
==
11 Infantry 53 Automated Data Systems 5%%
12 Armor Management o5
13 Field Artillery 54 Operations Plans E
14 Air Deferse Artillery Training/Force o
15 Aviation Development =
18 Special Forces 55 Legal v
21 Engineer 56 Chaplain il
22 Topographic Engineer 60-62 Medical Corps Ay
23 Facilities/Construction 63 Dental Corps L
Management 64 Veterinary Corps oy
25 Communication-Electronics 85 Army Medical o
27 Communication-Electronics Specialist Corps i
Engineering 66 Army Nurse Corps w03
31 Military Police 67-68 Medical Service ==
35 Military Inteiligence Corps o
36 Counterintelligence-Signal 71 Aviation Logistics N
Security, Human Intelligence 72 Communications- N
37 Signal Intelligence, Electronic Electronic Materiel PN
Warfare Management S
41 Personnel Programs Management 73 Missile Materiel s
42 Administrative and Personnel Systems Management o
5 Management 74 Chemical e
5 43 Community Activities Management 75 Munitions Materiel o
9 44 Finance Management i
3 45 Comptroller 81 Petroleum Management o
3 46 Public Affairs 82 Subsistence Management ek
L 43 Foreign Area Officer 91 Maintenance Management —
3 49 Operations Research/ 92 Materiel/Services S
3 Systems Analysis Management T
2 51 Research and Development 95 Transportation ‘-
3 52 Nuclear Weapons 97 Procurement s

| P
e o)

el B I A Sl e A POV




R N N e i i B A R S A s SRR R R A S AL i e kb i S A s G i R i S e oo p kAN TS

................

F. Select the letter that corresponds to the highest level of civilian
education you have completed.

» i » oar et .
A

rore v
YA
Vel

»”
I.,
2t

A. Dectoral degree
B. Masters degree
C. Bachelors dearee

sl b

e

G. What is the source of your most recent graduate degree (masters or
doctorate)?

U HP

(S A

A. I do nnt have a graduate degree. =
B. Fully-funded (full-time; Army funds school costs) =
C. Degree Completion (full-time; officer funds school costs) ey
D. Cooperative Degree Program (CGOP - CGSC/AWC) .
E. Off duty - on own N
7. Prior to accession :}
G. Other =]
H. Through which of the following did you receive your commission? &3
A. 0OCS £
B. USMA o
C. RCTC o
D. Direct appointment -
E. Gther =

I. Please indicate the last school you have completed in the list below:

A. SSC (resident) o
B. SSC (non-resident) o
C. Annual Conference for BG Designees =
D. Center for Creative Leadership Program £
E. CAPSTONE -
F. 1Individual Executive Development Program =
J. How long ago did you complete this last school? =
A. 1 year or Tless o
B. About 2 years =
. About 3 years E{
D. About 4 years -
E. About 5 years =
F. About 7 years =
G. About 9 years o
H. About 11 years R
I. More than 11 years <
K. Which of the following joint service schools have you attended? "
=

A. 1 have not attended any joint service schools s
B. National War College g
C. ICAF oy
D. AFSC T
E. Other o
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TAKING THE PULSE OF THE OFFICER CORPS

A number of authors have recently criticized the Officer Professional

Develnoment System in the Army. Using the response set provided below, for
items 1 through 7, ‘nd‘iale ihe extent to which you agree or disagree with
the statements below which are abstracted from the arguments made by these
critics:
A. Strongly agree -
B. Agree =
C. Slightly agree v
D. Slightly disagree Y
£. Disagree 5
F. Strongly disagree =
G. No opinion -
1. Army ;2aders at senior levels behave too much 1ike ABCDEFAG k
corporate executives and not enough 1ike warriors. ]
2. Peacetime needs rather than wartime requirements ABCDEFG 32
are driving the development of officers tecday. .
3. Our officer development system does not go far RBCDEFG ;i
enough today in preparing officers for war and combat. 5
4. Career development for individual officzrs is ABCDEFG f:
secondary to the need for the Army to defend the N
<ountry and deter war. ey
5. The bold, original, creative officer cannot survive ABCDEFG i
in today's Army. 2]
3]
6. The officer corps today is focused toward personal gain ABCDEFG 3]
as opposed to selflessness. i
7. The promotion system does not reward those officers ABCDEFG ?j
who have the seasoning and potential to be the best o
wartime leaders. =]
O :.{
&y oy
Cp i o
f 2
L7 i
S =
K =
Co =
el {
8. b
E}jz 10 .
- f%
- RS
23 =
T e e e L A L S N I e i e
- "\_ -\'-\_"' b ,.'!is.'. ‘-l..'.-- ----- _“\__':- ..- '-\‘.- "b e \"&‘ AT At S mtal sratnl WERER 2L




BRI LNk BRI L T S gAR aE  aK S O L g L § giet el SN S Bt R lion 4 Sl Bedieirm e terd B LoS p oo Rt R R R P R T A TR Y TR I N T L TR T i e T el A L WEW

[ Py~

PROFESSIONALISM AND READINESS

For items 8 through 10, use the following response set:

Strongly agree

Agree

Stightly agree
Slightly disagree
Disagree

Strongly disagree

No opinion, don't know

OYMMO O

8. The current professional development system develops ABCDEFG
officers who exemplify the warrior spirit (i.e. the

attitude that one is first a soldier and must always be

prepared physically and mentally to Tead soldiers into

battle).

[}

o A i DA b T -
T R R T PR

R L
L
A

1

'n'lw

sy
* L

£ ..

9. The current officer military education and training ABCDEFAG SF
system enhances combat readiness in the Army. o
10. In the event of rapid mobilization, officers today ABCDEFS ;i
have been adequately prepared to assume command and £
staff duties two positions above their current assign- =
| ment Tevels. ;,
3 For items 11 through 14, use the following response set: :ﬂ
A. Almost all (90% or above) o

B. About 75% 2Rk

C. About two-thirds L

D. About half =

E. About one-third o

F. About 25% N

G. Almost none (10% or less) Y

11. What percentage of the officers at your rank would ABCDEFAG =
make good wartime leaders? =
12. What percentage of company grade officers would ABCDEFG éé;
make good wartime leaders? A
13. What percentage of field grade officers would make ABCDEFG 25;
good wartime leaders? a=
14. What percentage of the career of battalion and ABCDEFG ;:j
brigade commanders shouid have been spent "with troops" R
prior to assumption of command? s
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3 OFFICER PREPAREDNESS

{ ol '}
[
o 2

Qverall, to what extent do you think officers ai each of the following
ievels are prepared (by the current training and education system) to
perform their mission?

»

<t

For items 15 through 23, use the following scale:

A. Excellent preparation -- could assume
higher Tevel positions if need occurred.

B. Good preparation -- able to effectiyvely

perforim ail required tasks at their

level.

Adequate preparation -- able to perform

alT tasks at their Tevel in a minimally

acceptabie manner.

D. Inadeguately prepared -- currently unable
to perform the required tasks at their
level.

15. Lieytenants: 8 ¢ D
16. Captains: C 0D
17. Majors: C D

13. ‘Lieutenant Colonels:
19. Colonels:

20. Brigadier Generals
21. Major Gererals

22. Lieutenant Generals

x> T x> x> > = x> > >
w (o} (o) o [oe) o
«
< o o ()

23. Generals

Remarks:
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WEAKEST AREA OF OFFICER PREPARATION

response set:

24, Lieutenants:
25. Captains:

26. Majors:

28. Colonels:

29. Brigadier Generals
30. Major Generals

31. Lieutenant Generals

32. Generals

27. Lieutenant Colonels:

(oo Rapiies e )

o oM
. « e e

Items 24 through 32 ask you to identify the weakest area of preparation for
each grade level. Select only one response per item. Use the following

No major weakness
Technical skills
Tactical skills
Operational skills (e.g. integration of
combined arms elements, management of
battlefield resources, etc.)

Concept integration/cognitive skills
Leadership and human relations

A lack of appropriate understanding of
their role

A lack of appropriate military values
Basic education {3R's)

Failure to be a soldier first (i.e.
physical'y/mentally prepared for war and
combat)

Other (please specify)

ABCDEFGHIJK
ABCDEFGHIJK
ABCDEFGHIUJK
ABCDEFGHIJK
ABCDEFGHI

Ca
=

ABCDEFGHI

Ca Co
-~ X

ABCDEFGHI
ABCDEFGHI

[ PR <)
-~

ABCDEFGHI
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PREPARATION FOR ASSIGNMENTS

-

Items 33 through 40 ask you to identify the three most important learning
experiences which prepare an officer for each type assignment Tisted
below. Use the following response set:

I'
K

-
h.\
L
E 7

R3]
Y
fe * .
Y
-.".
-,-
N
q.’-
.

-
l'-
2
AR
A.‘
-“1
X
g
-y

A. Service School (resident)

- B. Service School (nen-resident)
e €. Civilian Graduate Education
e D. Civilian Short Course
. E. Self Study
F. Correspondence Course
G. Unit Experience (0JT)
H. Coached by Mentor
1. Other
Assignment Most Important 2d Most Important  3d Most Important
Lrng Experience Lrng Experience Lrng Experience
33. Command ABCODEFGHI ABCDEFGHI ABCDEFGHI

34. TOE Unit ABCD

m

FGHT ABCDEFGHI ABCDEFGHTI

35. High Level ABCDEFGHI ABCDEFGHI ABCDEFGHI
Staff

36. Combined/ ABCDEFGHI ABCDEFGHI ABCDEFGHI
Joint Stf

37. Svc School ABCDEFGHI ABCDEFGHTI ABCDEFGHI

38, Specialty ABCDEFGHI ABCODEFGHI ABCDEFGHI
Immaterial

39. High Tech ABCDEFGHI ABCDEFGHI ABCDEFGHTI

40. ABCDEFGHI ABCDEFGHI ABCDEFGHI
ther
Remarks:
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SCHOOL OBJECTIVES

For items 41 through 47, select the two most important objectives that
should be accomplished by each school Tisted below. Do not be Timited in
your response by how schools may be today -- respond as to how you think
they shouid be. Use the following response set:
A. Develop basic military skills
B. Develop basic branch skills
C. Prepare for command
D. Prepare for high Tevel staff position
E. Prepare for staff position (division or
below)
F. Prepare for botn command and staff
G. Operationai Tevel warfighting skills
H. Cognitive skills/concept integration
I. Inculcation of Prmy values
J. Socialization
K. Leadership and development of large/
complex organizations
L. Drop this school
M. Other
Most Important Objective 2d Most Important
41. Precommis- ABCDEFGHIJKLM ABCDEFGHIJKLM
sioning
(ROTC, USMA,
0cs)
42. 0BC: ABCDEFGHIJKLM ABCDEFGHIJKLM
43. 0AC: ABCDEFGHIJKLM ABCDEFGHIJKLM
44, CAS 3: ABCDEFGHIJKLNM ABCDEFGHIJKLM
45. CGSC: ABCDEFGHIJKLM ABCDEFGHIJKLM
46. AMSP: ABCDEFGHIJKLM ABCDEFGHIJKLM
47. §SC: ABCDEFGHIJKLM ABCODEFGHIJKLM
Reriarks: g%;;
15 G
s
N
'.&‘n g
SR
R L N S s B R N U K e N e




SCHOOL TIMING

48. OBC:
49. O0AC:
50. CAS 3:
51. CGSC:
52. AMSP:
53. SSC:

A.

-

Mmoo @
.

> > > P > X

Items 48 through 53 ask you to indicate the extent to which a particular

school occurs at the right time in an officer's career. For each of these
items, use the following response set:

More than two years too early
A Tittle too early

About right

A Tittle too late

More than two years too late
Drop this school

BCDEF
BCDEF
BCDEF
BCDEF
BCDEF
BCDEF

Remarks:
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OTHER SCHOOL ISSUES

54. The best action to be taken with respect to OAC, CAS 3, and CGSC is:

RS
-
Y
TN

5

»
o
HARS
.
.«
.
e
s
.t
™
i
:
[y
[ %4
]

A. Keep all three
B. Delete OAC
C. Delete CAS 3 =
D. Delete CGSC ke
E. Merge OAC and CAS 3 (~
F. Merge CAS 3 and CGSC Py
G. Other (specify) (<%,
H. Don't know }.}__
For items 5% through 57, use the following response set: 2:‘
A. Strongly agree
B. Agree oy
C. Agree slightly N
D. Cisagree slightly =
E. Disagree ;‘E-T
F. Strongly disagree I
G. No opinion, don't know o
b
55. A1l Army officers should receive joint/combined ABCDEFG {;:_
operation training. £
56. CGSC (either resident or non-resident) should be ABCDEFG
a prerequisite for attendance at AFSC. 2]
57. AFSC should continue to be considered a CGSC ABCDEFG _
equivalent school. =]
58. The number of officers attending CGSC (Resident) each year should be: f*{
]
A. Expanded to accommodate all eligible officers i
B. Remain the same as now Y
C. Reduced A%
D. No opinion, don't know e
59, Who should attend CGSC (Resident)?
A. All eligible officers e
B. Only those officers wth potential for command .,_..
C. Those officers with potential for high Tevel staff assignments :
D. Both B and C ekl
E. Other e
F. No opinion, don't Know -t
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OTHER DEVELOPMENTAL ISSUES

60. In your opinion, what is the maximum single block of time that an
officer in your field should be in assignments "away from troops" (i.e.
assignments other than those having tactical or wartime mission
significance)?

A. 1 year or less
B. 2 years

€. 3 years

D. 4 years
E. 5 years
F. 6 years
G
H
1

ar -“' « . « I. " -
’ 11 Lt Y ".

[N

. 7 years
8 years
More than 8 years:

...,-
[AEA
L

',' x
(2l e}

-

61. Should officers be required to pass a military skills competency test
prior to promotion to the next grade?

S

hptl
R e d

-
[

-
L

A. Definitely not
B. Yes, for all grade levels

C. Yes, for 0-1 only el
D. Yes, for 0-1 and 0-2 only aX
E. Yes, for 0-2 only :
F. Yes, for 0-1, 0-2 and 0-3 only

G. Yes, for 0-3 only

H. Yes, for 0-1, 0-2, 0-3 and 0-4 only

I. Yes, for 0-4 only

J. Yes, for some combination of grades other than above.

62. Who should have the primary responsibility for professional development
of officers?

A. MILPERCEN

B. The branch proponent (i.e. branch service school)

C. The commanding officer/supervisor in each duty assignment

D. Individual officers are responsibie for their own development.

For items 63 through 67, use the following response set:
A. Strongly agree

E- B. Agree

- C. Agree slightly

£ D. Disagree slightly

. E. Disagree

e F. Strongly disagree e
~ G. No opinion, don't know A
o e
L g §
g 63. Most officers are promoted before they ABCDEFG
;.—1 ey
t} become competent at their existing grade Tevel. e
. ¢
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A. Strongly agree

B. Agree

C. Agree slightly

D. Disagree slightly

E. Disagree

F. Strongly disagree

G. No opinion, don't know
64. The promotion potential of officers assigned as ABCDEFG
instructors to TRADOC schools should meet at Teast the
Army average.
65, A major factor in the evaluation of commanders ERBCDEFAG
should be the extent to which they develop the officers
serving under them (mentoring).
66. More emphasis should be placed on the develcpment ABCDEFAG
of officers while they are in units.
67. The method of instructing small groups of students ABCDEFG

by having a faculty member serve as team leader/coach/mentor
should be expanded to all Army officer schools.

68. Increased resources should be applied to developing officers for:

“- “- -. -\h '- -
R B T A N
PRACEACR AT, 0 5,09, 3 N30, 155, A

A. TOE type assignments
B. TDA type assignments
C. Both TOE and TDA type assignments
D. There chould be no change from current emphasis
E. No opinion, don't know
Remarks:
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DEVELOPMENT FOR GENERAL OFFICER ASSIGNMENTS

Items 69 through 78 ask you to identify to what extent each of the listed
lTearning experiences helped prepare you to perform the duties of your
current assignment. Use the following response set:
A. Extremely helpful
B. Somewhat helpful
C. Little or no help
D. HNot applicable
69. Service School (resident) ABCD
70. Service School (non-resident) ABCD
71. Advanced fivilian Schooling ABCD
72. Correspondence Course ABCD E
73. Civilian Short Course ABCD
74. Self Study ABCD %
75. Unit Experience (0JT) ABCD E
76. Prior assigrments other than units ABCD g
77. Coaching by mentor ABCD -
78. Other H
Items 79 through 88 ask you to identify to what extent each of the listed f}
o0 learning experiences helped lay the foundation for your growth throughout N
b your career and/or enables you to make future contributions to the Army. -
e Use the same scale as for items 69-78. .
N 79. Service School (resident) ABCD -
‘g§. 80. Service School (non-resident) ABCD E?
A -
:b? 81. Advanced Civilian Schooling ABCD -
"S.l, ;"_:
é‘: 82. Correspondence Course ABCD -
= 83. Civilian Short Course ABCD 5
- 84. Self Study ABCD =
ti 85. Unit Experience (CJT) ABCD i
8. =
T 86. Prior assignments other than units ABCD W
f 87. Coaching by mentor ABCD :é
: 88. Other N

» " ‘-.

---------




89. Select the skills and abilities which are most important to you in
your current position:

Communication skills (written and oral)

Time management skills

Resource management {other than time) skills
Setting priorities/goals and planning abilities
Technical/tactical skills

Development of organizations

Concept integration/ccgnitive abilities
Leadership and nhuman relations c<kills

Ability to specifically develop strategy

Other

.
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90. How far forward do the longest programs/projects over which you have
control in your current assignment extend (i.e. How far forward do these
programs/projects have an impact/payoff/results)?

e Ay S
)

"\J?Tr"“
o

K

N

1 week or less

. Between 1 week and 1 month s
. Between 1 and 3 months -
. Between 3 and 6 months

Between 1 and 2 years
Between 2 and 5 years
Between 5 and 10 years
Between 10 and 15 years
More than 15 years

1
1
3
Between 6 and 12 months
1
2

CarXMMMO OO

91. Do vou agree that the Army or DOD should provide specific
developmental opportunities at the general officer level?

Strongly agree

Agree

Stightly agree
Slightly disagree
Disagree

Strongly ¢isagree

No opinion, don't know
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ISSUES FOR THE FUTURE

92.
93.
94.
95.
96.
B.

97.
98.
93.

161.
C.

102.
103.

104.
T 105.
N
- 106.

107.

battlefield.

100.

A. Increase dramatically

B. Increase

C. Remain about the same

D. Decrease

E. Decrease dramatically

A. Company Grade:

Technical skills:

Tactical skills:

Operational-level warfighting skills:
Leadership skills:

Cognitive skills/abilities:
Field Grade:

Techriical skills:

Tactical skills:

Operational-level warfighting skills:

Leadership skills:

Cognitive skills/abilities:

General OfFicers:

Technical skills:

Tactical skills:

Jperational-level warfighting skills:

Leadership skills:
Cognitive skills/abilities:

Strategic abilities:

> > > > >

> > » X = D>

> > > > >
lve)

(o BN ve

=<}

(yr]

items 92 through 107 ask you to identify, for each grade level, the extent
to which the skills Tisted below will change in importance on the future
Use the following response set:

DE
DE
DE
DE
DE

DE
DE
DE
DE
UE

DE
DE
DE
DE
DE
DE

X0
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108. Do you think our country will need to institute some form of a draft
to meet the needs for quality officers in the Armed Forces during the next
20-40 years?

I believe strongly that we will.
I believe we will.

1 do not know or cannot decide. 2
1 believe we will not. e
. 1 believe strongly that we will not.

Mo O
L] L] L) .

109. The Army officer training system is preparing officers in my ¥ield to
keep pace with the fielding of high-tech systems.

Strongly agree

Agree

Slightly agree
Slightly disagree
Disagree

Strongly disagree

No opinion, don't know
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110. Making the necessary changes in the Army school system to meet the
needs of the future can best be accomplished through:

*
A AP
t. -l \’ " "

P )
a

T

A. "Fine-tuning" of the existing parts (e.g. schools such as O0BC,
0AC, etc) of the current system.

B. Making major changes within the current system, but not deleting/
adding new schools/courses.

C. A major overhaul of the entire system to include
the possibility of deleting existing courses
and/or adding new courses.

D. Scrap the existing system and restructure the entire
doctrine development and education and training
systems.

E. No opinion

o
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Note: A critical transiticn point is defined as a stage or event in the
career of an officer which represents a substantial change in level of
responsibility, scope of work, or Tevel of understanding (frame of
reference) required to perform effectively.

111. Current transition points for officer development now tend to be
associated with schools, e.g. OBC, OAC, CAS 3, CGSC, AWC. Are these the
appropriate transition points for the future?

e b A
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A. yes
B. no (specify in item 137)

112. The policy for below the zone selections for premotion should be:

A. Remain the same as now

B. Expanded to include selection of all those fully qualified
for selection below the zone

C. Abolish below the zone selections

D. Don't know

For items 113 through 115 use the following response set:

A. Strongly agree

B. Agree

C. Slightly agree

D. Slightly disagree
E. Disagree

F. Strongly disagree

113. The policy of early selecticn of a very few
officers for promotion below the zone encourages

- officers to focus on short-term, high visibility

N goals. ABCDEF

;ii 114. Most officers are promoted before they become

- competent at their existing grade leve’. ABCDEF

g 115. A computer based education network should be

. developed to provide officers with quality education

iR and training in the unit setting. ABCDEF
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EXAUPLE o

A. Your position: o
Position 1 Position 2 N

{Some Statement) (Some Statement) s

i 2 @ 4 5 6 7 ]

+ ; — :"-'

The items in thiz section solicit your gquidance on a number of critical

issuss. Lack

numbered coniinuum under

item witl

the statements.

present you with iws position statements and a
Circle the number on the scale

that best represents the strength of your support for one of the positions

over the cther pasitign.

item below.

Circie only one number as shown in the sample

P T LA

I )

trangly Support
Position 1 over Z

Equaliy Support
Position 1 and 2

Strongly Support
Position 2 over 1

{The example above indicates a response slightly in favor of Position 1

over Position 2)

After circling your response on the continuum indicate the importance of
the issue (regardless of position) to the development of officers in the

future.
provided in each item,

Make your response by circling a number on the importance scale

EXAMPLE ;
B. Issue importance: 32%:
Ry
! 2 3 4 5 6 (:2) ? s
l i '
b | Not Important Neutral Very Important
* {

{This example indicates that the

issye - regardless of position - was

considered very important to the development of officess - now and in the

future).

25
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116. Army Requirements vs. Individual Needs

A. Your position:

Position 1 Position 2
The Officer Professional Development The OPDS should be structured
System (0PDS) should be structured and

and implemented based on
implemented based on total Army require- individual development needs.
ments.

1 2 3 4 5 6 7

+ + —+
Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1

B. Issue importance:

3
T

1 2 3 4 5 6 7

Not Important Neutral

Very Important

C. What is the underlying logic for your position?
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117. Equality of Army Assignments

A. Your position:

Position 1

Ai1 assignments are of equal importance
to the Army.

1 2 3 4

i

Position 2

Some assignments are more
important to the Army than
others.

6 7

d-

T —

Strongly Support

Equally Support
Position 1 over 2

Position 1 and 2

B. Issue importance:

1 2 3 4

J

Strongly Support
Position 2 over 1

3

Not Important Neutral

Very Important
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C. What is the underlying Togic for your position?
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118. Field Army and Support Base Requirements

A. Your position:

Position 1 Position 2

0PDS should focus equally on field Army (TOE) OPDS should focus on the

and support base requirements (TDA) in development of officers

developing officers. to meet field Army (TOE)
requirements.

tial P
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Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1

T
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o

B. Issue importance:
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Not Important Neutral Very Important
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C. What is the underlying logic for your position?
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119. Depth vs. Breadth in Development

A. Your position:

Position 1 Position 2
0PDS should insure that ALL officers 0PDS should insure that SOME
are developed in-depth in the Art and officers are developed in- 5
Science of Warfare as well as being depth in the Art and Science g
experts in a functional area. of Warfare; other officers will 3
be develoned as experts 5
in functional areas. b

1 2 3 4 5 6 7
Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1 §
i

Y

B. 1Issue importance:

gt e

] 2 3 4 5 6 7
Not Important Neutral [Xfry Important

——

C. What is the underlying logic for your position?
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120. Responsibility for Training o

A. Your position: ﬁ

Position 1 Position 2 fﬁ
Training of the individual officer Training of the indivi.ual N
should be primarily the responsibility officer should pe primarily

of educational institutions. the responsibility of the

mentor and individual
officer in the unit/organization.
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Strongly Subnport Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1
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B. Issue importance:
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C. What is the underlying logic for your position?
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121. Responsibility for Education

A. Your position:

Position 1 Position 2
- Education should be primarily the Education should be primarily
i responsibility of educational (military/ the responsibility of the
iN civilian) institutions. mentor and individual officer
- in the unit/organization.
1 2 3 4 5 6 7
+ + +
Strongly Support Equally Support Strongly Suppert
| Position 1 over 2 Position 1 and 2 Positicn 2 over 1
B. Issue importance:
1 2 3 4 5 6 7
+ + —t
Not Important Neutral Very Important |
;
C. What is the underlying logic for your position? %
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122. Responsibility for Socialization

Socialization is the process by which officers learn through interac’ions with
Teaders, peers, and subordinates the values, attitudes and behaviors appropriate
for the Army roles they assume.

A. Your position:

Position 1 Position 2

Socialization should be primarily the Socialization should be

responsibility of educationail institu- primarily the responsibility

tions. of the mentor and individual
officer in the unit/organiza-
tion.

+
+

Strengly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1
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B. Issue importance:
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C. What is the underlying logic for your position?
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123. Officer Role as Mentor

A e N e o B L, AT 95 - =

A. Your position:

Position 1

The officer as leader is equally

responsible for both developing
subordinates and for mission

accomplishment.

Position 2

The officer's primary responsibility
is mission accomplishment.

S -
(AN

Strongly Support
Position 1 over 2

B. Issue importance:

+

Equally Support
Position 1 and 2

Strongly Support
Position 2 over 1

1 2 5 6 7

Not Important

4

+
lNeutra]
L |

Very Important
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C. What is the underlying logic for your position?
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124. Distribution of Officers

A. Your position:

Position 1 Position 2

0PDS should be based on the premise OPDS should be based on the
that all units/organizations receive an premise that certain units/
equal proportion of officers fully organizations should receive
qualified for promotion to the next a higher proportion of officers
grade without compromising the require- fuTly qualified for promotion
ment to assign officers qualified to to the next grade.

perform the jcb.
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Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1
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B. Issue importance:
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C. What is the underlying logic for your position?
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125. Entry Standards vs. Remedial Education

A. Your position:

Position 1 Position 2
Entry standards for officers should Remedial education programs
include proficiency in basic skills for new officers deficient in
(mathematics, reading, writing, and pasic skills should be developed.

oral communications).

1 2 3 5 5 )
Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1 E
&

B. Issue importance:
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Not Important Neutral Very Important
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C. What is the underlying logic for your position?
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126. Development:

A1l vs. Some

A. Your position:

Position 1

0PDS should provide the opportunity
for continued professional development
for all officers throughout their service.

Position 2

Within OPDS, the opportunity
for continued professional

development should be weighted
in favor of those with the
greatest promotion potential.

1 4 5 6 7
+— + 4

Strongly Support
Position 1 over 2

Equally Support
Position 1 and 2

B. Issue importance:

Strongly Support
Position 2 over 1

1 4 5 6 7
+ + —t
Not Important Neutral

Very Important

36

C. What is the underlying logic for your position?
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127. Requirements by Level

A. Your position:

Position 1 Position 2
The type of development requirements The type of development require-
vary at each level of officer ments are constant across levels
responsibility, of officer responsibility.
1 2 3 4 5 6 7
Strongly Suppert Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1

B. 1Issue importance:

1 2 3 4 5 ) 7
Not Important Neutral Very Important

C. What is the underlying logic for your position?
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128. Management of OPDS

A. Your position:

et ot Yk “Pais Wad R R 500 W b paded ) cA PN o L ip JAR AR bl R in S L h i R o
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Position 1

The final authority for officer train-
ing and education decisions impacting
on the entire Army (e.g. increases

tc THS account) should reside at HQDA.

-—

1) sl KPR I

The final authority for
officer training and educa-
tion decisions impacting on
the entire Army should reside
at TRADOC.
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Strongly Support
Position 1 over 2

Equally
Position

Support

Strongly Support
1 and 2

Position 2 over 1
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B. Issue importance:
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What is the underlying Tog‘c for your position?
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! 129. Command Priority

3
N A. Your position:
Position 1 Position 2
The highest priority of OPDS should be The OPDS should give equal
to develop officers prepared to assume riority to the development
command positions. of officers for all positions.
1 2 3 4 5 6 7
— + —+
Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1

B. Issue importance:

2 3 4 5 6 7
+

<+

1

Not Important Neutral Very Important
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C. What is the underlying logic for your position?

N

| goemanet

39

,-r",b et |

-~

LT W

A

P

R TR
SN I

A‘""’.(

«
v
i3
Iy
‘
]
‘
3
¢
v
“
¥,
»
'-
_;1
.?
'
-.
‘;
l'
Lol
2Tt




e Ta e el e LT T T L P LS T T % TR TR T T A PA UL TR T TR AT AU AN PN N I NS A
1

130. Role of Army Instructor
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A. Your position:

Position 1

The Army school instructor is equally
responsible for being a mentor towards
students as well as disseminating

Position 2

The Army school instructor
is primarily responsible for
disseminating informa-

information. tion.

—
r
w
ES
[3,]

(o))

7

Strongly Support

Equally Support
Position 1 over 2

Strongly Support
Position 1 and 2

Position 2 over 1

B. Issue importance:
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Not Important Neutral Very Important
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C. What is the underlying logic for your position?
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131. Rewarding Organizational vs. Personal Success

A. Your position:

Position 1 Position 2

The Army should reward behavior that The Army should reward behavior
stresses organizational success. that stresses personal success.

Strongly Support Equally Support Strongly Support
Position T over 2 Position 1 and 2 Position 2 over 1

B. Issue importance:

Not Important Neutral Very Important

C. What is the underlying logic for your position?
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132. Development: Short-term vs. Long-term
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A. Your position:

b S
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Position 1 Position 2

4

OPDS should focus on long-term 0PDS should focus on the

development of officers. short-term development of
officers to meet the demands
of follow-on assignments.
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Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1
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C. What is the underlying logic for your pecition?
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133. Change Management
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A. Your position:
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Position 1

Monitoring of the OPDS and identification
of changes required should be accomplished
by occasionally convening study groups such
as RETO and PDOS.

—
~n
w
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Position 2

The OPES should include a
self-correcting mechanism
feor reguiar, periodic col-
lection and analysis of data
to identify required changes
in the system.

6 7

o+

Strongly Support
Position 1 over 2

Equally Support
Position 1 and 2

B. Issue importance:
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C. Unhat is the underlying logic for your position?
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GENERAL OFFICER COMMENTS
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For items 134 through 139, continue on the reverse side of the page if you
need more space for your response.

134. What voids exist in the education and/or training systems for
commissioned officers? How should they be handled?
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135. If the criticisms of the officer corps as stated in Items 1 through 7

{Taking the Pulse of the Officer Corps) are valid, what steps do you recommend
be taken?
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136. Please indicate the type of developmental needs that exist at your grade
Tevel. Suggest how these needs could best be met.

137. A critical transition point was defined in item 93 as a stage or event
in the career of an officer which represents a substantial change in level of
responsibility, scope of work, or level of understanding (frame of reference)
required to perform effectiveiy. Think back over your career. Briefly
describe the most important critical transition points that have occurred in
your career, and indicate whether or not you felt a need for additional
schooling/training at that time.
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138, List tnose things that are going well in the current OPDS that sh
) t _ t should be
continued without change in the future (i.e., what is the "good nlews"?)
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139. What are the really hard questions we should have as idn®
what are your positions on themg asked but didn't, and =]
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Appendix 5 to ANNEX JJ
STATISTICAL TABLES (GENERAL OFFICER)
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I. PURPOSE: To present the results of the General General Officer Survey with comments where ap-

Officer Survey. propriate are presented in Tables 1 through 102 of the
attached Tab A.

~
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2. DISCUSSION: The statistical results of the TAB A — Statistical Tables (General Officer)
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Tab A to Appendix 5
STATISTICAL TABLES (GENERAL OFFICER)
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TABLE 1
{TEM: A. Current Grade
RESPONSE GRADE NUMBER PERCENT
coLP) 5 1.5
BG 150 46.0
MG 129 39.6
LTG 35 10.7 K3
GEN 7 2.1 <=

326
REMARKS. A PDOS survey questionnaire was matled to every serving general officer during the first weex of August 1984. As

of 1 Nov 84, 333 questionnaires I ad been returned (76% return rate). Of these, seven were returned without den.ographic data. &- -
~—
TABLE 2
ITEM: B. Circle the letter which corresponds to your basic branch. _
RESPONSE BG MG G GEN ALL oy
& % # % & % # % # % :
A. Adjutant General 4 2.7 3 23 0 0.0 0 0.0 7 21
B Air Defense 8 5.3 4 3.1 0 0.0 0 0.0 12 3.7
Artillery
C. Armor 20 13.3 21 16.3 7 20.0 2 28.6 51 15.6
D. Aviation 3 2.0 4 3.1 0 00 0 0.0 7 2.1
E Chaplain 1 07 1 08 0 00 0 0.0 2 0.6
F. Chemical 2 1.3 2 16 0 0.0 0 0.0 4 1.2
G. Dental ¢ 0.0 1 0.8 0 0.0 0 0.0 1 0.3
H. Engineer 13 87 7 5.4 5 14.3 0 0.0 26 8.0
1. Field Artilery 25 16.7 14 10.9 2 5.7 0 0.0 41 12.6
J. Finance 2 1.3 1 0.8 0 0.0 0 0.0 3 0.9
K. Infantry 28 18.7 42 32.6 16 45.7 5 71.4 91 27.9
L. Judge Advocate 2 1.3 1 0.8 0 0.0 0 0.0 3 0.9
General -
M Medical 4 27 5 3.9 0 0.0 o] 0.0 g 28 '-:.’-.
N. Medical Service 1 0.7 0 0.0 0 00 0 0.0 1 03 RN
O. Mitary 6 4.0 3 23 1 29 ] 0.0 10 3.1 O
Inteligence
P Mihtary Police 2 1.3 1 08 0 00 0 0.0 4 12
Q. Ordnance 9 6.0 4 3.1 1 29 0 00 14 4.3
R Quartermaster 6 4.0 5 3.9 0 0.0 0 00 12 3.7
S. Signal 8 5.3 2 1.6 1 29 0 00 12 3.7
T. Transportation 5 3.3 8 6.2 2 5.7 0 0.0 15 4.6
U Veterinary 1 0.7 0 0.0 0 0.0 0 0.0 1 03

REMARKS. Seveaty percent of the sample is from combat arms. 9% combat support. 16% combat service support. and 5% from
“*special branches™ (e.g. MS, CH. JAG, elc.).
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% TABLE 3 <
ITEM: C. Select the letter below that corresponds to the command to which you are assigned :
RESPONSE 8G MG LTG GEN ALL ol

7 % # % s % # % # % .-
USAREUR 16 10.7 9 7.0 4 11.4 1 14.3 30 92 =
EUSA 3 20 4 31 1 29 1 14.3 9 28 :
USARJ 1 0.7 0 0.0 ! 29 0 0.0 2 0.6
WESTCOM ' 67 0 0.0 1 29 0 0.0 2 0.6
TRADOC 16 107 21 16.4 1 29 1 14.3 40 12.3
FORSCOM 20 133 25 19.5 7 20.0 o 0.0 53 16.3
AMC 14 9.3 12 94 1 29 ¢ 0.0 27 8.3
MDW 2 13 2 1.6 ] 0.0 o] 0.0 4 1.2
USAHSC 4 2.7 3 23 0 0.0 0 0.0 7 22
USAREC 1 07 1 0.8 1] 00 0 0.0 2 06 =
USMA 2 1.3 g 0.0 0 0.0 0 0.0 2 0.6 -
HQDA (& FOAs) 30 20.0 26 203 9 257 0 0.0 65 203 <=
RC 2 1.3 0 0.0 0 0.0 o 0.0 0 0.0 o
Joint/Comb:ned 19 12.7 16 125 7 200 3 42.9 45 13.8 -
INSCOM 3 20 0 00 0 0.0 0 0.0 3 0.9 =
USACIDC 0 0.0 1 0.8 0 0.6 0 0.0 1 0.3
OTHFR 16 10.7 8 63 3 8.6 1 14.3 30 9.2 =
REMARKS The sample 1s representative of the generai officer population. .
;_:
TABLE 4 E |
ITEM: D. Select the letter below that corresponds 1o the type of position to which you are assigned: -r::
RESPONSE BG MG G GEN ALL
s % 2 % # % z % # % N
A Combat Army Troop Leader/ 29 19.6 31 23.8 13 37.1 1 14.3 75 23.1 .
Reserve Component and =
Mobihization H
B Combat Developments/ 5 34 5 38 0 00 1 143 11 3.4 =
Combined Arms Doctrine i
C. Command. Control, Communications/ 14 9.5 7 54 1 29 0 0.0 22 6.8 '-'j-:
Information Maragement )
D. Inteligence 7 47 3 2.3 2 5.7 0.0 12 a7 -
E. Joint/International/Security 8 5.4 7 5.4 1 11.4 2 286 21 6.5 Fao
Assistance bt
F. Logistics i5 101 9 6.9 2 5.7 0 0.0 27 az =7
G. Operations Planning/Strategy 9 6.1 8 6.2 1 29 (] 0.0 18 55
H. Personnel/Manpovwer 3 20 g 6.9 1 29 0 0.0 13 4.0
1 Research. Development, Acquisition 15 10.1 10 77 3 8.6 0 00 28 86
J. Resource Management 4 2.7 3 2.3 1 2.9 1 143 11 3.4
X K. Training 7 4.7 10 7.7 2 57 0 0.0 20 6.2 -
> L. Other 32 216 28 215 5 143 2 286 67 206 L
% REMARKS Categories A-K we-e identified by the General Officer Management Office as being the position categories into which =

. general officers are assigned Sixty-seven general officers selected response other™ indicating the job family categories may -

:-: not be complete. .
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TABLE 5
ITEM: E. Indicate what your specialties (1nitial) were-
RESPONSE BG MG UG GEN ALL
7 % o %% g % 2 % # %
11 Infantry 35 233 45 343 17 486 5 714 103 315
12 Armor 21 140 19 146 7 200 1 143 48 14.7
13 Field Aruliery 24 6.0 16 122 1 29 0 00 41 125
14 Arr Defense Artillery 8 53 3 23 0 00 0 00 12 37
5 Aviation 2 13 9 69 0 00 0 00 1* 34
18 Special Forces ¢ 00 1 08 0 00 0 00 1 03
21 Engineer 12 80 7 54 5 143 0 0o 25 76
25 Communication-Electronics 6 40 2 15 1 29 0 00 10 31
27 Communication-Electronics 1 07 0 06 0 00 0 00 1 03
Engineenng
3t Miltary Poiice 2 13 1 08 0 Go 0 00 3 09
35 Military inteligence 4 2.7 1 08 0 00 1 143 ] 18
36 Counter-intelligence-Signal 0 00 (4] 00 1 28 0 00 1 03
Security. Human Inteligence
37 Signal Intelligence. 0 00 1 08 0 00 0 00 1 03
Electronic Warfare
41 Personnel Program.s 6 40 3 23 e no 0 00 9 28
Management
44 Finance 1 0.7 1 08 0 00 0 00 2 06
45 Comgpiroiler 2 13 0 00 1 29 0 00 3 08
46 Public Affairs 0 00 1 08 0 00 0 00 1 03
49 Operations Research/ 3 20 1 03 0 co 0 00 4 1.2
Systems Analysis
51 Research and Development 3 20 2 i5 1 29 0 00 6 18
52 Nuclear Weapons 0 00 i 08 o 00 0 00 1 03
53 Automated Data Systems 1 07 g 08 0 00 0 00 2 06
Management
54 Operations Plans Training/ 0 00 0 00 1 29 0 00 1 03
Force Development
55 Legal 2 1.3 1 08 0 30 0 00 3 08
56 Chaplain 1 07 1 08 ¢ 00 0 00 2 06
60-62 Medical Corps 4 2.7 5 38 0 00 0 00 9 28
63 Demal Corps 0 00 1 08 0 00 0 00 1 03
64 Veterinary Corps 1 0.7 0 (1Y) 0 00 0 00 1 03
67-58 Medical Service Corps 1 07 0 00 0 00 2 00 1 03
71 Aviaiion Logistics 0 00 1 08 0 00 0 00 1 03
74 Chemical 1 0.7 1 08 0 00 0 ocC 2 06
75 Munitions Materiel 3 20 1 08 0 00 0 00 4 1.2
Management
81 Petroleurn Management 1 0.7 0 0.0 0 00 G 00 1 03
91 Maintenance Management 1 07 2 15 0 00 0 00 3 0S
92 Matenel/Services 2 13 1 08 0 00 0 00 3 08
Management
35 Transportation 2 13 1 98 0 00 0 00 3 09
97 Procurement 0 00 C (e]] 0 00 0 00 0 00
REMARKS. Aithough additional spec.alty data are not shown in this table. the data above suggest that a broad range of specialties
15 represented
TABLE 6
ITEM: F. Select the letter that correspords to the highest level of civiian education you have completed
RESPONSE (%) BG MG uG GEN CA CS CSSs SP ALL
A. Doctoral degree 8.7 7.8 57 0 4.4 33 20 76.5 7.7
B. Masters degree 88.0 829 85.7 100 88.5 86.7 94.1 235 859
C Bachelors degree 33 9.3 8.6 0 7.0 10.0 39 00 6.4
REMARKS" Ninety-four percent have advanced degrees.
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o TABLE 7 -
i EJ!: G. V/hat :s the source of your most recent graduale degree (masters of doctorate)?
RESPONSE (o) ___ BG MG LTG  GEN CA cs Css sp ALL
A ! do not have a graduate degree 27 01 86 0.0 71 i00 39 00 §5
8 Fully-funded tull-ime Army 403 426 57 1 714 438 400 608 00 437
funds school costs)
C Degree Complelion {iuli-ume. o7 62 29 090 24 133 78 118 52
officer funds school costs)
D Cooperative Degree Program 235 i78 57 00 217 200 98 58 18.8
{COOP-CGSCIAWC)
E Off duly — on own 201 178 143 143 186 167 157 176 182
F Pnor {0 accession 47 31 0.0 00 00 00 20 588 34 :
G Other ) 20 23 114 143 44 0.0 00 59 3.4 &
REMARKS Forty-four perze~ acqurred ther advanced degree through a fully funded program, 18%s acquired their cegree through '::-.
the Cooperative Degree Program, and 18%s acquired their degreee on ther “"own ume.” Iy
e
TABLE 8 =
{TEM: H. Through which of the follovang did you receve your commission?
RESPONSE (%c) B8G MG LTEé  GEN CA cs css sP ALL
A OCS 80 10.8 88 00 70 19.6 Lo 89 65 o
8 USMA 313 400 61.8 85.7 49.8 20.0 1:8 00 38.7 L
C ROTC 573 408 265 143 414 700 647 353 472 : |
D Direct appoin*ment 33 69 29 0.0 13.3 0.0 3s 64.7 4.6 B
E Other o 6o i5 0.C 00 100.0 0.0 0.0 0.0 0.6 <
REMARKS Most i47%; of the general officers :n the sample received their commission through ROTC., the secong most frequently _
mentioned source 15 USMA (39%¢). and then OCS {93%¢) -~
=
TABLE 9 By
ITEM: 1. Please indicate the last school you have completed in the list below: -
RESPONSE % NUMBER PERCENT -
A SSC {resicenti 102 30.6
8 SSC {non-resident) 4 1.2
C Annual Conterence for BG Designes 139 41.7
D Center for Creauvs Leadership Program 30 9.0
E CAPSTONE 14 42
F Inawicual Executive Development Program 35 10.5
REMARKS Nine genera! officers did not respond to this item. the most irequently mentioned response 15 Annual Conference

for BG Designees’ 142%)

o - S ~__TABLE 10

{TEM: J. How tong ago cid you complete thus last. school"__‘w o _
. RESPONSE °z _ ... BG MG LTG GEN CA C5 CSS S Al
i A 1 year or less 349 3.1 00 143 164 267 235 188 186
- 8 About 2 years 208 H 00 00 84 233 9.8 125 102
- C About 3 years 107 39 29 00 67 100 78 00 68
b O About 4 years 54 78 88 00 80 67 39 [eX 1] 68
£ About 5 years 74 266 29 00 151 13.3 118 125 4.2
- F About 7 years 141 180 206 00 173 100 98 313 161
:‘t G About 9 years 40 133 i76 0.0 84 33 137 83 9.0
e H About 11 years 97 102 59 00 40 67 78 63 50 _
> i More than 11 years 20 156 412 857 56 00 118 125 133
:'_ REMARKS Overa! the med.an response 1s that the individual general officer atiended tus last schoo!  &abdut 5 years ago The
25 median -eponse by grade 1= BG taobout 2 years ago). MG (about 7 years agoj. LTG (about 9 years ago). an¢ GEN (more than 11
oy \
!‘ years ago)
=
) JJ-5-A-4
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- o ] TABLE 11
ITEM: K. Which of the foilowng ;oint service schools have you attended? B B
RESPONSE % 8G MG LG GEN CA Ccs CSS sp
A 1 have not attenced a2ny 534 578 486 2858 560 850 431 56.3
ot senace schocls
B Natona! Yar Coilege 76 85 14 $2¢ 164 i38 39 00
C ICAF 135 72 114 43 062 10.3 314 313 s
D AFSC 101 141 123 43 133 34 118 125 21 :
E Other ) 54 23 43 o¢ 40 69 98 090 5.0 g
REMARKS Wit the excepton of CSS. most geneara: officers have not altended a joint service schoot -
_ TABLE 12A -
ITEMS 35 Agree K
BG MG L7G GEN ca CS Css SpP ALL -1
1 Army leaders at senior levels 456 285 543 143 513 409 353 3353 471 R
behave too much hke corporate £
execulives anc not enough hixe :r:
_:‘ warnsos -
= 2 Peacetime needs rather than 657 569 686 286 689 600 569 708 66.1 -
- wartime requirements are T
-, dreaing the cevelopment of o

‘
s
.

officers tocday

-
-

5 Our officer development system 673 630 85.7 7.4 724 56.7 56.9 825 67.8 ’:
does not o far enough today in N
prepanng officers for war and .
combat. -

4 Career development for indi- 740 762 714 85.7 781 £83.3 62.7 76.3 745 e
widuai officers 1s secondary to -~
the need for the Army to defend <
the country and deter war =

5 The bold. onginai. creative 233 254 25.7 0.0 224 .0 216 471 24.1 i
officer cannoct survive n today’s .

F
Army 3‘:’

REMARKS The above agree ~dala were deveioped by combining  strongly agree,  agree. and shghtly agree  responsas -

The above data suggest that a smali majonty of generals do not feel Army ieaders at semor ievels behave too much ke corporate -.':

executves (47 % agree; Two-thirds of the genera; officers agree that peacetime needs drive officer development today. a similar I

percent feel the development system today do2sn't go far enough «n preparning officers for war,combat. Seventy-four percent feet ‘:-

that career development :s secondary to Army needs. and 24% agree that the bold. creative officer cannot survive in today s Army.
These data suggest that the officer development ciimate needs work
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& TABLE 12B
3 ITEMS % Agree.
F‘ BG MG LTG GEN CA CS CSS SP ALL
';\ 6 The officer corps today is 28.9 36.2 429 286 232 30.0 27.5 3 33.3
focused toward personal gain as
opposed to selflessness.
s 7. The proi:cton system does not 29.3 292 286 14.3 30.7 300 19.6 29.4 28.7

reward those officers who have

the seasoning and potential to

be the best wartime leaders.

8. The current professional 593 55.8 40.0 571 52.0 73.3 4.7 70.6 55.7

development system develops

officers who exemplfy the war-

rior spint (1.e. the attitude that

one 1s first a soldier and must

always be prepared physically

and mentally to lead soldiers

into battle)
9. The current officer military 792 78.3 714 100.0 775 867 74.0 38.2 782
education and training system
enhances combat readiness in
the Army.
10.in the event of rapid mobiliza- 43.9 411 45.7 714 43.2 50.0 38.0 29.4 425 o
tion, officers today have been .
adequately prepared to assume i
command and staff duties two i
positions above their current 5 i
assignment levels. P’gx;
el
REMARKS* The above “agree’ data were developed by combining *'strongly agree,” “‘agree,”” and '‘shightly agree” responses. Yy
The data suggest that one-third of the general officers feel the officer corps is focused toward personal gan (in contrast, 68% of *i‘s
commissioned officers agreed with the same item), 28% feel the promotion system doesn't reward. . . the best potential wartime L‘ y
feaders (vs 63% agreement by commissioned officers) Fifty-six percent agree the current system develops officers who exemplfy ‘& A
the warrior spirit (in contrast, 80% of commussioned officers feel the officers around them exemplify "‘warrior spint’’). Seventy-eight i
percent agree the education/traiming system enhances combat readiness. Most generals do not feel that officers have been pre- ¥
pared adequately to assume command/staff positions two levels above their current assignments in the event of rapid mobilization. nF %
s
L}:.;.‘SJ
32
?‘\,.'x b!
TABLE 13 ;»:;;-'{
"-
ITEM: 11. What percentage of the officers at your rank would make good wartime eaders? E—‘»
RESPONSE % BG MG LTG GEN CA CS CSS SP ALL ;&-.;
A. Almost all (90% or above) 320 281 235 87 244 367 510 353 302 e
B About 75% 21.3 26.6 11.8 0.0 222 26.7 15.7 353 22.5 f:; 8
C. About two-thirds 173 166 235 324 173 167 216 59 173 f\\*
D. About half 167 172 324 0.0 22.2 13.3 5.9 11.8 182 i“.i‘)(‘i
E. About one-third 7.3 7.8 5.9 0.0 8.0 67 3.9 5.9 7.1 S
F. About 25% 5.3 3.9 29 0.0 5.8 0.0 0.0 5.9 4.3 £
G. Almost none (10% ~r less) _ 00 08 0.0 0.0 0.0 00 2.0 0.0 0.3 5‘"‘: _,._3,
REMARKS: Overall, the median response regardless of grade or component is that “*about 75%" of the general officers would ’;;"{s:‘
make good wartime leaders The medan response for generals at each grade is. BG (about 75%), MG (about 75%), LTG (about ~}:~'
two-thirds), GEN (almost all). These data represent in effect a “‘peer evaluation” of wartime leadership ability. e
DR
ViR
3
- s
TABLE 14
ITEM: 12, What percentage of company grade officers would make good wartime leaders? :
RESPONSE (%) BG MG LTG GEN CA CSs CSS SP ALL _‘
A. Almost all (30% or above) 5.0 7.0 29 0.0 44 10.0 9.8 59 59 LA
B About 75% 19.3 24.2 412 286 23.1 267 216 29.4 23.8 s
C About two-thirds 27.3 39.1 23.5 28.6 36.4 26.7 196 17.6 31.8 5., ——
D. About half 333 211 23.5 42.9 25.8 23.3 35.3 35.3 27.5 ;1.5‘:‘.‘(
E About one-third 10.7 5.5 5.9 0.0 7.1 13.3 98 5.9 80 ,V“
F. About 25% 33 3.1 29 0.0 3.1 0.0 39 5.9 3.1 T
G. Almost none (10% or less) — - — — - — —_ - — neiE
REMARKS:' Overail, the median response 15 that “‘about two-thirds™ of company grade officers would make good wartime leaders. '?}{’:_
N X
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TABLE'S

ITEM: 13. What percentage of uield grade officers would make good wartime leaders?

RESPONSE (%) BG MG LTG GEN CA (0] CSs SP ALL

A Almost all (90% or above) 60 6.2 2.9 0.0 3.1 100 11.8 11.8 5.5

B About 75% 247 333 26.5 286 25.7 30.0 353 353 283

C. About two-thirds 273 302 35.3 571 33.6 23.3 23.5 118 298

D. About halif 26.7 24.0 324 14.3 265 26.7 235 35.3 265 F

E. About one-third 120 39 29 00 8.0 10.0 39 59 74 ; R

F About 25% 27 2.3 0.0 c.0 2.7 0.0 2.0 00 2.2 \,‘:x

G Almost none (10% or less) 0.7 0.0 00 0.0 04 0.0 00 00 0.3 N
e

REMARKS Overall. the median response is that about two-thirds’’ of fieid grade officers wouid make geod wartime leaders _-:.
i
i)
3]

TABLE 16

ITEM: 14. What percentage of the career of battalion and brigade commanders should have been spent ““with troops” prior to ::-‘.:

assumption of command? L]

RESPONSE (%) BG MG LTG GEN  CA Cs €SS  SP  ALL ':‘-4

A Almost all (30% or above) 20 31 — — 2.0 33 2.0 - 22 £

B About 75% 12.7 94 — — w4 3.3 12.0 11.8 96 !"

C About two-thirds 23.3 21.1 14.3 14.3 22,6 10.0 18.0 294 21.0 RN |

D. About half 487 53¢ 629 85.7 521 66.7 50.0 471 53.4 l{-g

E. About one-third 12,7 11.7 22.9 — 11.9 167 14.0 118 130 t;;‘.

F  Aboul 25% 333 333 — - 0.4 - 4.0 - 0.9 s

G Almost none (10% or less) — - —_ — — — —_ —_ —

REMARKS Overall, the median response is that ‘about half' of the career of battalion and brigade commanders should have been
spent “‘with troops’ prior to assumption of command

Ty

P
()

TABLE 17 e

ITEM: 15. Overall, to what exient uo you think officers at each of the following levels are prepared (by the current training and i“:
education system) to perform therr mission? 5\'

AR
RESPONSE (%) BG MG LTG GEN CA CS CSSs Sp ALL _E-‘
LTs :_:::r
—e]
. A. Excellent preparation- -could 8.7 116 114 167 119 16.7 3.9 00 105 ]
0 assume higher level positions %-:.{1
- if need occurred S
;:r B Good preparation—able to 349 426 400 83.3 38.9 36.7 41.2 375 392 ,-‘_‘.‘J
- effectively perform all required gff_»'
28 tasks at their level. AN

= C Adequate preparation—able to 490 426 371 0.0 43.8 400 431 62.5 441 f‘
':—f! perform all tasks at their level in "“FJ
D a minimally acceptable manner. IS
h D Inadequately prepared— 74 31 11.4 00 5.3 67 1.8 00 6.2 ot
a3y currently unable to perform the ’_-_':‘
r required tasks at therr level. e
a;;- REMARKS. Overall, the median .esponse is that lieutenants are "'adequotely prepared’ to perform their mission, although there
1s essentially a normal distrnibution about this point  Perhaps a more accurate portrayal would be to classify the preparation of —

= lleutenants as “‘adequate to good.” .
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TABLE 18
ITEM: 16. Overall, to what extent do you think officers at each of the foliowing levels are prepared (by the current traimng and
education system) to perform their mission?
RESPONSE (%) BG MG LTG GEN CA CS CSs SP ALL
CPTs 7
[] “..:'
A Excellent preparation—couid 8.7 225 86 0.0 128 233 17.6 6.3 14.2 '{ ":

e,
i

assume higher level positions if

[ 4
.

P
need occurred. r'
B. Good preparation—able to 54.4 50.4 62.9 100 57.1 533 45.1 500 4.6 f:
efiectively perform all required —

tasks at their level
Adequate preparation—able to 36.9 271 25.7 — 29.6 233 37.3 438 30.9
perform all tasks at their level in
a mimnimally acceptable manner
D Inadequately prepared— - — 2.9 - 04 — —_
currently unable to perform the
required tasks at their level

O
- ,\«..«gf'

REMARKS Overall, the median response is that captains have recewved ‘‘good preparation’ to perform their mission.

TABLE 19
ITEM: 17. Overall, to what extent do you think officers ac each of the following levels are prepared (by the current training and
education system) to perform their mission?
RESPONSE (%) BG MG LTG GEN CA Ccs CSss SP ALL
Majors.
£ A. Excellent preparation—could 12.8 24.0 114 167 16.8 233 15.7 188 17.3
" assume higher level positions if
X need occurred.
B. Good preparation-—abie to 59.1 46.5 54.3 50.0 527 500 56.9 625 53.7

effectively perform all required
1asks at their level
C. Adequate preparation—able to 26.8 29.5 314 33.3 29.2 26.7 27.5 188 28.1
perform all tasks at their level in
a mimymally acceptable manner.

D. Inadequately prepared— 1.3 0.0 29 0.0 13 00 0.0 00 0.9 ’
currently unable to perform the -
required tasks at their level, “::ﬁ‘ré

b REMARKS:- Overall, the median response Is that majors have received ‘‘good preparation’ to perform their mission z,:'“;:

2 “\n}Y
:-{ ‘;‘\."‘;\

% Y
A [N

", TABLE 20 oy
P ITEM: 18. Overall, to what extent do you think officers at each of the follow:ng levels arz prepared (by the current training and —

:; education system) to perform their mission? ‘::.;;:

> RESPONSE (%) BG MG LTG  GEN CA cS CSS SP ALL -\‘{{

i«:' ’:\‘:‘-

E_r.,<‘ LTCs :-} : ‘\"

o~ S

5-5 A. Exceh2nt preparation—could 282 271 257 16/ 239 506 33.3 250 278 !

- § assume higher level positions If '

R need accurred

v B Good preparation—able to 51.0 55.0 37.1 667 52.7 33.3 490 688 512

-.,": effec.ively perform all required

i tasks at their level

. C Auequate preparation—able to 188 171 314 16.7 212 157 15.7 6.2 191

P perform all tasks at their level in

a mimimally acceptable manner

D !nadequately prepared— 2.0 0.8 57 0.0 2.2 00 2.0 00 19
currently unable to perform the
required tasks at their level

REMARKS Overall the median response Is that lieutenant colonels nave achieved a “‘good’" level of preparation to perform their
miSSion
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TABLE 21

ITEM: 19. Overali, to what exient do you think officers at each of the following levels are prepared (by the current training and
education system) to perform their mission?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL
COLs
A. Excellent preparation—could 349 33.3 31.4 0.0 26.5 50.0 58.8 313 340

assume higher level positions if
need occurred.

B. Good preparation—able to 46.3 48.8 40.0 667 52.2 43.3 25.5 31.3 46.3
effectively perform all required
tasks at their level.

C. Adequate preparation—able to 168 17.8 20.0 33.3 190 6.7 13.7 375 17.9
perform all tasks at therr level in
a minraally acceptable manner.

D. Inadequately prepared— 2.0 00 8.6 0.0 2.2 00 20 6.0 1.9
currently unable to perform the
required tasks at their level.

REMARKS. Overall, the median response is that colonels have received marks of *'good preparation” to perform their mission

TABLE 22

ITEM: 20. Overall, to what extent do you think officers at each of the following levels are prepared (by the current training and
education system) to perform thew mission?

RESPONSE (%) BG MG LTG GEN CA Ccs CSS SP ALL
BGs
A, Excellent preparation—could 41.6 38.8 286 0.0 335 46.7 56.0 471 38.8

assume higher level positions if
need occurred.

B. Good preparation—able to 430 426 343 57.1 46.3 333 300 235 415
etfectively perform all required
tasks at their level.

C Adequate preparation—able to 134 17.8 314 42.9 17.6 20.0 14.0 29.4 17.8
perform ali tasks at their level in
a minimally acceptable manner

0. Inadequately prepared— 2.0 08 57 0.0 26 0.0 00 00 18
currently unable to perform the
required tasks at their level.

REMARKS Overall, the median response is that brigadier generals have achieved a '‘good’’ level of preparation to perform their
mission.

TABLE 23

ITEM: 21. Overall. to what extent do you think officers at each of the following levels are prepared (hy the current training and
education system) to perform their mission?

RESPONSE (%) BG MG LTG GEN CA CS CSS se ALL
MGs
A. Excellent preparation—could 46.9 46 9 343 286 415 50.0 600 52.9 457

assume higher level positions If
need occurred

B. Good preparation—able to 38.1 375 371 28.6 384 333 32 353 370
effectively perform all required
tasks at their level.

C Adequate preparation—zable to 129 148 20.0 42.9 179 10.0 80 18 152
perform ail tasks at their level in
a rumimally acceptable manner.,

D. Inadequately prepared— 2.0 08 86 0.0 22 67 0.0 0.0 22
currently unable to perform the
required tasks at therr level.

REMARKS. Overail, the median response s that .najor generals have achieved a good level of preparation to perform their mission
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TABLE 24 I

ITEM: 22. Overall. to what ertent do ysu think officers at each of the following leveis are prepared (by the current training and :

education system) to perform their miss,an? o
RESPONSE (%} 8G MG LTG GEN CA CS CSS SP ALL :.:-

e

LTGs %

L

A Excellent preparation-—could 57.5 548 400 28 6 50.9 53.3 68.0 62.5 54.2 ‘

assume higher level pcsitions if :.-‘.

need occurred

B. Good preparation—able to 281 31. 34.3 429 31.14 333 24.0 25.0 30.1 '
effectively perform all required b

tasks at their level. bl

C. Adequate preparation—able to 12.3 119 17 1 286 15.3 67 60 125 12.9 p:

perform all tasks at therr leve! in "

a minimally acceptable manner. -,‘.';

D. Inadequately prepared— 2.1 24 8. 0.0 2.7 6.7 2.0 0.0 28 ‘

currently unable to perform the o

required tasks at therr level. fEe

REMARKS Overall, the median response is that lieutenant generals have re .ived an “‘excellent preparation’ to perform their mission. k)

N

TABLE 25 %}g—

ITEM: 23. Overall, to what extent do you think officers at each of the following le.2ls are prepared (by the current training :: .

and education system) to perform their mission? E

N

RESPONSE (%) BG MG LTG GEN CA Ccs CsS SP ALL i.‘

GENs .:'_'_.

A Excellent preparation—could 58 3 57.1 457 42.9 52.9 552 680 75.0 56.5 ':

assume higher level positions if ,..:..

need occurred. v

B. Good preparation—able to 29.9 29.4 314 28.6 312 310 240 188 29.7 byt
effectively perform all required e

tasks at their level. o

C Adequate preparation—abie to 9.7 87 143 28.6 122 6.9 4.0 6.3 10.1 .‘-:‘.

perform ali tasks at their level in -,'_.‘_’

a minimaily acceptable manner N

D. Inadequately prepared— 21 48 8.6 0.0 36 6.9 40 Lo 3.8 =

currently unable tc perform the =3
required tasks at their ievel. i iy;u‘;
REMARKS Overall, the median response Is that generals have recewved an “excellent” preparation to perform their mi ->n. 3_'/.25
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TABLE 26 X
ITEM: 24, Weakest area of preparation for LTs
RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL :'-:
A. No major weakness 34 3.1 5.9 0.0 23 133 39 0.0 35 5
B. Technical skills 193 20.5 118 0.0 17.8 26.7 17.6 25.0 18.9 =
C Tactical skiils 17.2 165 23.5 16.7 215 20.0 3.9 0.0 17.4
D Operational skills 8.3 7.9 11.8 16.7 110 33 39 12.5 9.*
(e.g integration of combined
arms elements, management of
battlefield resources, etc )
E Concept tntegration/cognitive 4.1 0.8 8.8 0.0 3.2 3.3 00 12.5 3.2
skills :
F. Leadership and human relations 16.6 18.9 11.8 50.0 16.4 16.7 21.6 18.8 17.4 3
C A lack of appropriate 124 102 88 16.7 8.7 3.3 25.5 125 110 :{\f
understanding of their role ;’_‘»:
H A lack of appropriate military 6.9 55 29 0.0 5.0 6.7 59 12,5 5.7 e
values =
l. Basic education (3R’s) 76 9.4 11.8 00 8.7 3.3 11.8 6.3 8.5 -
J. Failure to be a soldier first 34 55 2.9 0.0 4.1 33 5.9 0.0 44 (3N
(i.e physically/mentaliy prepared
for war and combat)
K Other (please specify) 0.7 1.6 00 00 1.4 0.0 0.0 0.0 9
REMARKS. Technical, tactical, and leadership/human relations skills are the three areas most frequently mentioned as "‘weakest :::
area of preparation” for hieutenants. ‘:‘T
=
.”'{
el
£
TABLE 27 ho
ITEM: 25. Weakest area of preparation for CPTs: f—‘
RESPONSE (%) BG MG LTG GEN  CA CS  CsS SP ALL 1
A No major weakness 28 55 29 0.0 4.1 6.9 2.0 0.0 3.8 ;_
8. Technical skills 125 15.0 20.6 0.0 12.3 10.3 23.5 18.8 14.2 A
C. Tactical skills 23.6 15.7 14.7 50.0 215 31.0 13.7 6.3 20.3 L
D. Operational skills 28.5 331 29.4 167 338 20.7 27.5 125 30.4 };3
(e.g. integration of combined ::- -
arms elements, management of ey
battlefield resources, etc.) 1‘..'_'
E. Concept integration/cognitive 6.9 9.4 118 0.0 4 13.8 11.8 12.5 8.2 {. i
skills =4
F. Leadership and human relations 18.1 9.4 147 333 14.6 6.9 13.7 18.8 14.2 ;L )
G. A lack of appropriate 241 39 0.0 00 1.8 34 2.0 12.5 25 E‘-':
understanding of their role ;.:-_‘,1
H. A lack of appropriate mihtary 21 3.1 0.0 0.0 1.4 0.0 2.0 18.8 2.2 N
values ]
I. Basic education (3R’s) 0.7 1.6 59 0.0 0.9 3.4 39 0.0 1.6 g-_:-_
J Failure to be a soldier first 2.1 1.6 0.0 0.0 1.8 34 0.0 00 1.6 =
(i.e. physically/mentally prepared
for war and combat) ;:,
K. Other (please specify 0.7 1.6 00 0.0 14 0.0 0.0 0.0 0.9 ;-(.’
REMARKS. 'Operational skils” is the category most frequently mernioned as the weakest area of preparation for captains; :}j
tactical, techmical, and leadership skills also draw ‘‘double digit” mention. *.’; g
]
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TABLE 28
ITEM: 26. Weakest area of preparation for MAJs: h
RESPONSE (%) BG MG LTG GEN CA CS Css SP ALL i_:
A. No major weakness 5.6 3.2 59 0.0 46 6.9 20 63 45 o
B. Technical skills 14.7 4.8 88 0.0 9.2 13.8 11.8 6.3 9.9 -
C Tactical skills 49 71 2.9 16.7 6.5 00 5.9 12,5 6.1 i
D. Operational skills 364 421 500 500 45.6 31.0 35.3 6.3 40.4 :\;‘
(e.g ntegration of combined i
arms elements, manajement of .
battlefield resources, etc) o
E. Concept integration/cognitive 81 190 176 333 10.6 138 29.4 18.8 14 3 },;;
skills et
F. Leadership and human relations 63 4.8 2.9 0.0 46 6.9 2.0 25.0 54 £
G A lack of appropriate 140 1.9 29 00 12.0 138 78 6.3 11.5 o]
understanding of their role
H. A lack of appropriate military 3.5 08 5.9 0.0 1.4 6.9 3.9 63 25
values ::‘:
1 Basic education (3R's}) 1.4 24 0.0 0.0 18 34 00 0.0 1.6 o]
J. Failure to be a soldier first 28 32 00 0.0 1.8 3.4 20 12.5 2.5 =
(i.e. physically/mentally prepared £
for war and combat) oy
K. Other (please specify) 1.4 0.8 2.9 0.0 1.8 00 0.9 00 1.3 ;;
REMARKS- “Operational skills™ is the category most frequently mentioned as weakest arza of preparation for majors. Fourteen -]
percent selected concept integration/cognitive skills. )
.-z
£
TABLE 29
ITEM: 27. Weakest area of preparation for LTCs® :--.
RESPONSE (%) BG MG LTG GEN CA CSs Css spP ALL ::.:-‘
A. No major weakness 13.2 8.7 14.7 0.0 9.7 267 9.8 12.5 11.4
B Technical skills 75 7.9 2.9 6.2 60 10.0 11.8 6.3 7.3 "—-
C. Tactical skifls 83 63 2.9 00 7.4 10.0 3.9 0.0 67 ?j‘:
D. Operational skills 39.6 46.0 44.1 100.8 479 233 41.2 250 43.5 m
(e.g integration of combined N
arms elements, management of 'E‘{
battlefield resources, etc.) £
E. Concept integration/cognitive 9.0 11.9 20.6 00 10.6 6.7 19.6 125 1.7 (s
skilis =
F. Leadership and human relations 83 79 59 0.0 6.0 16.7 39 25.0 7.6 1_5
G A lack of appropnate 2.1 40 29 00 3.2 0.0 2.0 63 29
understanding of their role R
H. A lzck of appropriate military 21 1.6 0.0 0.0 1.4 0.0 0.0 12.5 1.6 X
values
I Basic education (3R’s) 0.7 0.8 0cC 00 0.9 0.0 0.0 0.0 G6
J Failure to be a soldier first 7.6 4.0 5.9 0.0 5.5 6.7 78 0.0 5.6

(i.e. physically/mentally prepared
for war and combat)
K Other (please specify) 14 08 0.0 0.0 1.4 0.0 0.0 00 1.0

REMARK®- “Operational skills™ is the category most frequently selected as weakest area of preparation for heutenant co'vnels.
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TABLE 30
ITEM: 28. Weakest area of preparation for COLs: -
RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL r:':
A No major weakness 19.4 183 20.6 0.0 17.5 34.5 17.6 12.5 18.8 ::
B. Techmical skills 90 10.3 59 0.0 6.9 6.9 19.6 6.3 8.9 Y
C Tactical skills 63 6.3 59 0.0 7.4 34 39 0.0 N &
D. Operational skills 27.1 31.7 35.3 100.0 359 20.7 235 12.5 315 =
15 {e.g integration of combined o
il arms elements, management of -
S battlefield resources, etc.) f-'
E. Concept integration/cognitive 83 10.3 6.3 4.0 8.3 6.9 11.8 125 8.9 ;
skills o
F. Leadership and human relations 8.3 63 8.8 0.0 6.0 10.3 7.8 18.8 73 £
G. A lack of appropriate 4.2 4.0 0.0 0.0 4.1 6.9 0.0 0.0 3.5 E;
understanding of their role I
! H. A tack of appropriate military 1.4 2.4 0.0 0.0 0.9 0.0 2.0 125 1.6 ;;
N values e
=7, I. Basic education (3R’s) 07 0.0 00 0.0 0.5 0.0 0.0 0.0 0.3 1
) J. Failure to be a soldier first 12.5 7.9 14.7 0.0 9.2 10.3 13.7 25.0 108 ! )
(i e. physically/mentally prepared LA
for war and combat) 5-:-
K. Other (please specify) 2.8 2.4 0.0 0.0 3.2 0.0 0.0 0.0 2.2 i1
REMARKS. “‘Operational skilis' is the category most frequently selected as weakest area of preparation for colonels. ,-:
i
i
4
TABLE 31 i
3 \.\: ITEM: 29. Weakest area of preparation for BGs: %
E . -
RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL v,
A. No major weakness 301 32.5 20.6 0.0 255 43.3 39.2 25.0 29.6 L;)
B. Technical skills 9.8 11.1 11.8 0.0 8.8 13.3 17.6 6.3 10.5 zf
C Tactical skills 49 6.3 0.0 16.7 6.9 33 20 0.0 5.4 ,,L
D Operational skills 224 i5.1 1i.8 50.0 218 16.7 7.8 12.5 185 ;__
(e.g. integration of combined :—_‘
arms elements, management of <]
o battlefield resources, etc.) 1]
L E. Concept integration/cognitive 7.7 48 20.6 0.0 8.8 3.3 7.8 0.0 7.6 Z‘:'J
i skills o
N F Leadership and human relations 56 4.0 0.0 0.0 23 3.3 5.9 25.0 4.1 L
G. A lack of appropriate 11.2 15.9 20.6 16.7 14.4 10.0 137 18.8 14.0 L
understanding of their role 3:{
g H A lack of appropriate military 1.4 0.0 2.9 0.0 05 0.0 0.0 12,5 1.0 ;\} N
"2 values b
) I. Basic education (3R’s) - - - — — — — - — ‘;:-_
J. Failure to be a soldier first 49 79 11.8 0.0 83 3.3 3.9 0.0 6.7 ;‘.(‘,
(.e. physicaliy/mentally prepared g
for war and combat) L*i'
: K. Other {please specily) 2.1 2.4 0.0 16.7 2.8 3.3 2.0 0.0 25 QG-
,,i ! REMARKS. After ""'no major »eakness, ' the next category most frequently mentioned as weakest area of preparation for brigadier o
o generals 15 “operational skills.” Joy
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battlefield resources, etc.)

Tagt &
\'l.‘. l)_ %
".;3 :.1
= i
2~ TABLE 32

o ITEM: 30. Weakest area of preparation for MGs-

"'_: RESPONSE (%) BG MG LG GEN CA CSs CSS SP ALL

_:- A. No major weakness 46 1 40.0 324 0.0 366 50.0 56.9 37.5 41.5

:' 4 B. Technical skills 2.8 8.8 2.9 0.0 3.8 10.0 7.8 6.3 5.1

; 3 C Tactical skills 2.8 7.2 29 16.7 6.1 33 2.0 0.0 4.8

= D Operational skills (e.g. 18.4 13.6 176 50.0 21.1 167 3.9 63 17.0

2 integration of combined arms

. elements, management of

. E. Concept integration/cognitive 5.7 9.6 176 0.0 9.9 00 7.8 63 8.4
skills
F. Leadership and human relations 8.5 4.8 29 0.0 5.2 6.7 78 12.5 6.1 ?.._E
G A lack of appropriate 8.5 4.8 14.7 16.7 8.0 6.7 39 18.8 7.7 -
understanding of their role &
H. A lack of appropriate military 0.7 0.0 0.0 0.0 0.0 0.0 0.0 6.3 0.3 .
values :_-.‘
l. Basic education (3R’s) - - —_ - — — — - — o
E. J. Failure to be a soldier first 2.8 8.0 88 0.0 6.1 33 5.9 0.0 65 =
* (1.e. physically/mentally prepared E
L for war and combat) ey
i K Other (please specify) 35 3.2 0.0 16.7 3.3 33 3.9 6.3 3.6 e
' REMARKS- After “no major weakness,” “operational skills” is the category next most frequently mentioned as weakest area of :.'“
preparation for major generals. ;-.‘.:
T
B
TABLE 33 L
ITEM: 31. Weakest area of preparation for LTGs* :.\_
*Z: RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL -:::—
: A. No major weakness 55.3 52.8 47.1 50.0 526 50.0 64.7 31.3 53.4 Y
T B. Technical skills 2.8 8.1 29 0.0 3.3 6.7 9.8 6.3 49 —
C. Tactical skills 2.8 1.6 0. 0.0 2.8 0.0 0.0 0.0 1.9 ET
-::' D. Operational skills (e g. 1.3 10.6 17.6 333 14.7 133 2.0 6.3 12.0 -:‘.
~ integration of combined arms :-:-:-
elements, management of s
. battlefield resources, etc ) ?;.;-;4
o E. Concept integration/cognitive 2.8 7.3 59 0.0 5.2 6.7 3.9 6.3 5.2 h Y
s skills =
g F. Leadership and human refations 8.5 6.5 29 00 5.7 6.7 5.9 25.0 6.8 i)
et G. A lack of appropriate 5.0 4.1 11.8 16.7 57 6.7 3.9 6.3 55 N
::, understanding of their role ({
v H. A fack of appropriate military 0.7 0.0 00 0.0 0.0 0.0 0.0 6.3 0.3 '-‘.7,:‘.
. values kah
iy I. Basic education (3R’s) - - — — - - - - A3
o J. Failure to be a soldier first 6.4 5.7 118 0.0 7.1 33 59 6.3 6.5 Q;.‘ﬁ
EE (1 e. physically/mentally prepared ]
> for war and combat) :.
>3 K. Other (please specify) 4.3 3.3 00 0.0 2.8 6.7 3.9 6.3 3.6 RS
-:': REMARKS After “no major weakness,” “operational skills” is the category next most frequently mentioned as weakest area of ;.;«:
‘-:-, preparation for lieutenant generals. P
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TABLE 34
ITEM: 32. Weakest area of preparation for GENs*
RESPONSE (%) BG MG LTG GEN CA CS CSSs SP ALL
A. No major weakness 60.7 58.9 471 50.0 57.8 53.3 66.7 50.0 58.6
B. Technical skills 29 5.6 59 co 28 6.7 7.8 6.3 42
C. Tactical skills 2.1 1.6 0.0 00 24 0.0 0.0 0.0 1.6
D. Operational skills (e.g. 10.0 89 29 0.0 13.7 100 0.0 0.0 10.4
integration of combined arms
elements, management of
battlefield resources, etc.)
E. Concept integration/cognitive 24 4.0 59 0.0 3.8 33 3.9 0.0 3.6
skills
F. Leadership and human relations 10.0 8.1 29 0.0 741 6.7 9.8 0.0 8.1
G. A lack of appropnate 3.6 4.8 11.8 16.7 38 3.3 3.9 0.0 52
understanding of their role
H. A lack of appropriate military 0.7 0.0 0.0 0.0 0.0 0.0 0.0 63 0.3
values
I. Failure to be a soldier first 3.6 3.2 11.8 0.0 4.7 33 2.0 6.3 4.2

(r.e. physically/mentally prepared
for war and combat)
J Other (please specify) 43 4.8 0.0 0.0 2.8 10.0 39 6.3 3.9

REMARKS After no major weakness, oper:tional skills” is the cateury next most frequently mentioned as weakest area of
preparation for generals.

TABLE 35
Items 33 through 40 ask you to identify the three most important learnirg experiences which prepare an officer for each type assign- ;
ment histed below. :]
RESPONSE (%) Most 2d Most 3d Most i

Important Important Important p
33. Comimand ;
A Service School {resident) 9.3 33.3 37.8 b
B. Service School (non-resident) —_ 0.6 1.8 ;
C. Civilian Graduate Education — 0.6 0.6 .
D. Cuwihan Short Course — — - :
E. Self Study 18 108 186 t
F. Correspondence Course 0.6 0.3 0.3 i
G Unit Expenence (OJT) 77.2 13.2 4.5 N
H Coached by Menior 8.1 37.2 30.6
I.  Other 0.6 1.2 3.0

REMARKS. Unit experience (OJT)" is identified by 77% as the most important learning experience to prepare an officer for com-
mand. "Mentoring’" and “‘resident service school expenience’ are the second and third most important experiences.

[P IR L o R e e B

b TABLE 36

:;:’ - Items 33 through 40 ask you to icentify the three most important learning experiences which prepare an officer for each type assign-

e ment listed below

O RESPONSE (%) Most 2d Most 3d Most

X Important important important
34. TOE Unit
A. Service School (resident) 20.4 402 255 "
B. Service School (non-resident) — 0.6 2.1 ¢
C. Cwihan Graduate Education - - 0.9 Y
D. Civilian Short Course - - -
E. Self Study 1.2 111 25.8 .
. Correspondence Course 0.3 0.6 1.8 3
G. Unit Experience {OJT) 70.9 16.8 5.1 -
H Coached by Mentor 42 26.7 31.2 i
| Other — 0.6 1.8
REMARKS. Unit expenience (OJT) " is selected by 719 as the most impo-tant learning expenence for TOE unit assignments “Resi-
dent service schools™ and “mentoring™ are next i importance.
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TABLE 37 :

Items 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for each type assign-
ment listed below.

RESPONSE (%) Most 2d Most 3d Most
Important Important Important

35. High level staff

A Service School (resident) 58.9 255 8.4
B. Service School (non-resident) 0.3 3.3 2.1
C Civilian Graduate Education 42 186 13.5
D. Cuvihan Short Course 0.3 - 0.6
E. Self Study 2.7 135 249
F. Correspondence Course - 0.9 0.9
G. Unit Experience (OJT) 24.0 18.0 15.6
H. Coached by Mentor 7.5 16.2 26.7
I.  Other 00 0.9 33
REMARKS “Resident service school” is the most important learning experience for high level staff assignments. “Civilian graduate N
education” and “mentoring” are next in importance. :{
k
t:t
TABLE 38 o
Items 33 through 40 ask you to identify the three most important learning experiences which prepare an cfficer for each type assign-
ment listed below. J
RESPONSE (%) Most 2d Most 3d Most &
important Important Important £l
36. Combined/Joint Staff _;
A. Service School (resident) 64.3 21.6 7.8 R
B. Service School (non-resident) — 54 24 4
C. Cuilian Graduate Education 27 15.3 10.5 o
D. Ciwvihian Short Course —_ - 0.6 -
E. Seif Study 24 15.0 27.0 L
F. Correspondence Course 0.6 0.9 15 ]
G Unit Expenence (OJT) 19.5 20.1 14.4 b
H. Coached by Mentor 7.5 17.4 258 <
I._Other 0.6 0.9 5.7 oy
REMARKS “Resident service school” is selected as the most important learning experience for combined/joint staff assignments o
“Unit experience (OJT)"” and “self study™ are next in importance. "‘
~
TABLE 39 N
Items 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for each type assign- C-
ment listed beiow =
RESPONSE (%) Most 2d Most 3d Most ]
Important Important Impontant )
37. Service Schoo! =~
A Service School (resident) 333 26.4 9.3 ::':
B Service School (non-resident) 0.3 2.7 3.0 -
C. Civilian Graduate Education 6.0 14.4 93
D Ciwvihan Short Course 0.3 1.2 2.4 =
E Self Study 6.3 20.1 270 s
F  Correspondence Course 0.3 30 42 h
G Unit Experience {OJT) 49.2 18.0 17
H Coached by Mentor 1.5 9.6 243
. Other 0.6 0.9 36 =
REMARKS- “Unit expenienc: (OJT)" 1s selected as the most important learming expenence for service school assignments “Resi- :_.
dent service schools™ and “self study” are next in importance. .
w
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TABLE 40

Items 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for each type assign-

ment listed below.

RESPONSE (%) Most 2d Most 3d Most
Important Important Important

38. Specialty Immaterial

A. Service School (resident) 32.1 249 13.2
B. Service School (non-resident) 0.3 33 1.5
C. Civihan Graduate Education 12.3 13.5 96
D. Civilian Short Course 21 6.3 3.9
E. Self Study 7.2 222 21.6
F  Correspondence Course - 3.0 3.9
G. Unit Experience (OJT) 36.9 123 13.5
H. Coached by Mentor 4.8 8.7 225
I.  Other 0.6 1.2 2.7

REMARKS. Unit expenence (OJT)" is selected as the most important learning expenence for specialty immatenal assignments
“Resident service schools” and “mentoring” are next in importance.

TABLE 41

items 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for each type assign-

ment listed below

RESPONSE (%) Most 2d Most 3d Most
Important Important Important
39. High Tech
A Service Schoo! (resident) 9.6 16.8 123
B. Service School (non-resident) 0.9 03 1.2
C. Civihan Graduate Education 68.8 10.2 5.4
D. Cwihan Short Cou:se 2.7 207 8.4
E. Self Study 3.6 234 28.5
F  Correspondence Course — 0.9 2.7
G. Unit Experience (OJT) 7.2 11.7 14.1
H. Coached by Mentor 2.4 8.4 16.5
l.  Other 0.6 1.5 4.5

REMARKS. Ciwvilian graduate education” 1s selected as the most important learning experience for *‘hugh technology assignments

“Self study™ is next in importance.

TABLE 42

ltems 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for each type assign-

ment listed below.

RESPONSE (%) Most 2d Most 3d Most
Important Important Important
40 Other
A. Service School (resident) 21.1 220 20.0
B. Service School (non-resident) — — —_
C. Cwihan Graduate Education 21.1 16 7.5
D. Cwihan Short Course 2.6 1.2 5.0
E. Self Study 1.5 1.1 20.0
F  Correspondence Course —_ — 2.5
G Unit Experience (OJT) 316 22.0 1.0
H Coached by Mentor 53 7.3 25.0
I_ Cther 79 49 5.0

REMARKS Eighty-eight percent did not respond to this item The data above reflect the remainder of the responses
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TABLE 43

TABLE 45

For items 41-47, select the two most important objectives that
should be accomplished by each schoo! listed below. Do not
be limited in your response by how schools may be today—
respond as to how you think they should be.

For items 41-47, select the two most important objectives that
should be accomplished by each school listed below. Do not
be hmited in your response by how schools may be today—
respond as to how vou think they should be.

RESPONSE % Most  2d Most
Important Imgortant

RESPONSE % Most 2d Most
important Imgortant

41. Precommissioning

A Develop basic miitary skills 48.3 282

8. Develop basic branch skilis 0.3 48

C. Prepare for command - 0.9

D. Prepare for high level staff — —
position

E. Prepare for staff position (division — -
or below)

F. Prepare for both command 0.3 03
and staif

G. Operational level warfighting skills — 09

H Cognitive skilis/concept 6.3 78
integration

I Incuication of Army values 38.1 38.4

J.  Socialization 30 120

K. Leadership and development of - 0.6

large/complex organizations
L Drop this school - —_
M. Other 0.9 1.8

REMARKS “Develop basic military skills” and “Inculcation of
Army values” are selected as the two most important objectives
of precommissioning.

TABLE 44

For items 41-47, select the two most important objectives that
should be accomphshed by each school listed below Do not
be mited in your response by how schools may be today—
respond as to how you think they should be.

RESPONSE %o Most  2d Most
important Important

42 08BC

A Develop basic military skills 31.8 156

B8 Develop basic branch skills 568 300

C Prepare for command 0.3 66

D Prepare for high level staft — -
position

E Prepare for staff position — 0.3
{division or beiow)

¥ Prepare for both command and staff — 0.9

G Operational level warfighting skills 09 87

H Cognitive skills/concep! integration 0.6 15

1 Inculcation of Army values 5.1 252

J Socialization 12 6.9

K Leadership and development of - 0.3
large/complex organizations

L Drop this school 03 —_

i Other 09 0.6 _

REMAPRKS “Develop basic branch skills™ and “Inculcation of

Army vaiLes are selected as the two most :mportant objectives
of OBC

43. OAC

A. Develop basic military skills 2.1 1.2

B. Develop basic branch skills 141 9.9

C. Prepare for command 433 14.1

D. Prepare for high level staff 0.3 0.9
posttion

E. Prepare for staff position 3.3 17.4
{dwvision or below)

F. Prepare for both command and 258 10.8
staff

G. Operational level warfighting skills 5.4 234

H. Cognitive skills/concept integration  01.5 57

1. Inculcation of Army values 09 3.6

J. Sccialization — 5.7

K. Leadership and development of - 0.3
large/complex organizations

L. Drop this school 15 09

M. Other 0.6 1.5

REMARKS: “Prepare for command” and “Operationa! level
warfighting skills” are selected as the two most important objec-
tives of OAC.

TABLE 46
For items 41-47, select the two most important objectives that
should be accomplished by each school listed below. Do not
be hmited 1n your response by how schools may be today—
respond as to how you think they should be.
RESPONSE (%) Most  2d Most
Important Important

44. CAS3

A. Develop basic military skilis 0.6 1.1

B. Develop basic branch skills 0.6 0.4

C. Prepare for command 1.8 39

D. Prepare for high level staff 33 7.7
position

E. Prepare for staft position 53.5 13.0
(dwvision or below)

F Prepare for both command and 13.5 11.6
staff

G Operational level warfighting skills 3.9 14 4

H. Cogmtive skills/concept integration 1.5 31.2

I Inculcation of Army values 0.3 2.8

J. Sociahzaticn 03 2.8

K Leadership and development of 0.3 0.4
iarge/complex organizations

L Drop this school 16.2 9.8

M. Other 03 1.1

REMARKS. Frepare for staff position {division or below)™ and
Cognitive shillsiconcept integration” are selected as the two
most important objectives ot CAS3
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TABLE 47

TABLE 49

For items 41-47, select the two most important objectives that
should be accomphshed by each school iisted below Do not
be limited in your .esponse by how schoois may Le today—
respond as to how you think they should be.

For idems 41-47. select the two most important objectives that
shouid be accompiished by each school kisted below. Do not
be limited in your response by how schools may be today—
respond as to how you think they should be.

RESPONSE (%) Most 2d Most
Important imponant

45 CGSC

A Develop basic military skills 03 -

B Develop besic branch skills — -

C Prepare for command 71 73

D repare for high ievel staff 203 190
position

E repare for staff position 71 51
{dwision or below)

F  Prepare for both command and 514 11.7
staff

G Operationai leve! warfighting skills 11 4 270

H Cognitive skills/concept mitegration 0.9 143

! Inculcation of Army values 0.3 25

J  Sociaization 0.3 41

K Leadership and development of 06 83

large/complex organizations
L Drop this school — —
M Other 0.3 0.6

RESPONSE (%) Most  2d Most
Important important

47 SSC

A Develop basic military skills 06 -

B Develop basic branch skills - —_

C Prepare for command 5.6 22

D Prepare for high tove! staif 139 211
position

E£. Prepare for stalf pesiticn — 0.3
(division or oelovn

F. Prepare for poth command and 16.1 2.5
staff

G. Operational level warfighting skills 5.9 9.1

H. Cognitive skilis/concept inegration 6.8 16.7

1 Inculcation of Army values 1.5 25

J Socialization 15 7.6

K. Leadership and development of 46.4 297
large/complex organizations

L. Drop this school 0.3 —

M. Other 1.2 22

REMARKS. Prepare for both command and staff’ ana Oper-
atonai ievel warhighting skilis  are selected as the two most
important objectives of CGSC

TABLE 48

For items 41-47. select the two most important objectives that
should be accomphished by each school listed below Do not
be hmited in your response Dy how schools may be todey—
respond as to how you think they should be.

RESPONSE %) Most 2d Most
Impontant Important

46 AMSP

A Deveiop basic military skilis 1.0 -

B Develop basic branch skilis 03 -

C Prepare for command 32 3g

D Prepare for high lcvel staff positon 174 137

£ Prepare for staff position 1 24
{division or below}

F Prepare for both command and 171 g1
staff

G Operationai tevet wasfighting skills 155 110

H Cognitive skillsiconcept integration 12.9 223

! Incuication of Army values — i35

J Sociahization — 27

K Leadership and develogment ¢f 4.5 153
large/complex orgamzatons

L Orop this schoot 2538 144

M Other 10 11

REMARKS "Drop this schooi” 1s the most frequently selected

response 126%2). the second most

important objective selected s "Cogmitive skilisiconcept inte-
grauon”

REMARKS. Leadership and development of largeicomplex
organizations and Prepare for high level staff postion™ are
the two most frequently selected objectives for senior service
college
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TABLE 50 . o
ITEM: 48. items 48 through 53 ask you to indicate the axtent to which a particular schoo! cccurs at the nht time :n an officer's career. :-:.
RESPCNSE % BG MG (R[C] GEN CA CS CSS SP ALL .{
48. OBC R
A. More than two years 13 - 31 —_ 04 - 40 - 0.9 ,.,___‘_=
too early )
B. A Iittle too early 13 0.8 - - 04 2.4 20 - 09 \
C About nght 97.3 98 4 93.8 100 98 2 96.6 94.0 100 97.6 .;-';.-
D. A little too late — - — - -~ — - - v
E. More than two years - - — - - - - — - T
too late L)
F Drop this school — 0.8 3.1 — 09 — — - 0.6 £
REMARKS. Ninety-eight percent feel that the timing of OBC s “About right.” ;j":
s
L
TABLE 51 505
ITEM: 49. Items 48 through 53 ask you to indicate the extent to which a particular school occurs at the night tme in an officer's career :’.z_.t;
RESPONSE (%) BG MG LiG GEN CA CS CSS SP ALL E_:.g
49. OAC i ;
A More than two years 20 31 — — 22 — 4.0 — 241
too eariy
B. A little too early 174 16.3 12,5 - 138 241 260 59 159
C About nght 685 66.7 719 85.7 68.0 724 64.0 82.4 69.2
D A lttle too late 14 116 9.4 14.3 133 34 6.0 11.8 11.0
E. More han two years —_ 16 — — 09 — — - 06
too late
F. Drop this school 0.7 0.8 6.3 — 1.8 — —_ - 1.2
REMARKS: Seventy percent feel that QAC occurs at about the right time in an officer’s career.
TABLE 52
ITEM: 50. Items 48 through 53 ask you to indicate the extent to which a particular school occurs at the nght time in an officer’s career.
RESPONSE (%) BG MG LIG GEN CA CS CSS SP ALL
50. CAS3
A More than two years 14 08 — — 04 — 4.1 — 09
too early
B A ltle too early 82 47 9.4 — 5.4 69 143 —_ 65
C. About right 62.6 609 626 833 59 6 759 57 1 87.5 630
D A litle too late 54 7.0 6.3 16.7 8.1 34 4.1 — 6.5
E More than two years — 08 — — 0.4 — — - 0.3
too late
F Drop this school 22.4 23.8 219 - 260 13.8 204 125 22.8

REMARKS- Sixty-three percent feel that the timing of CAS3 is about rnight however, 23% recommend this school be “‘dropped”

TABLE 53
ITEM: 51. items 48 through 53 ask you to indicate the extent to which a particular school occurs at the nght time in an officer’s career
RESPONSE (%) BG MG LTG GEN CA CS CSsSs SP ALL
51 CGSC
A. More than two years 20 08 - — — — 4.0 118 12
too early
B A little too early 81 109 9.4 — 89 138 12.0 — 95
C About nght 75.0 80.6 €75 100 804 724 740 824 789 Fog
D A lttie too late 1235 62 31 — 89 138 10C 59 92 EYat
E. More than two years 07 16 - — 13 — _ — 0.9 oA
100 late S
F. Drop this schoo! 07 - - - 04 - - - 0.3 ek
REMARKS Seventy-nine percent feel that the iming of CGSC 1s “about night.” . r::{
NGR
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TABLE 54 oo
ITEM: 52. Items 48 through 53 ask you tu indicate the extent to which a particular school occurs at the right time (n an officer’s career .
RESPONSE % BG MG LG GEN CA CS CSS Sp ALL . \
52. AMSP ¥
A More than two years 1.4 0.8 - - — — 43 7.1 10 £l
too early =
B A lttle too early 5.1 5.7 63 - 47 69 85 — 5.2 s
C. About nght 60 1 545 53.1 714 57.0 65.5 53.2 71.4 58.4 :}*
D. A little {oo late 36 33 3.1 — 2.8 34 4.3 7.1 32 L
E More than two years —_ 0.8 - — 0.5 - — — 0.3 :-{5
too late Ly
F Drop this school 297 35.0 375 28.6 350 241 298 14.3 319 4
REMARKS. Almost one-third recommend this school be dropped, otherwise, most (58%) indicate that the timing of AMSP is “about right” r ¥
oY
HLSY
oy
TABLE 55 =
ITEM: 53. Items 48 through 53 ask you to indicate the extent to whicn a particular school occurs at the right time in an officer’s career ]
RESPONSE (%) BG MG uaG GEN CA Cs CSss SP ALL gg;:f
o)
53. 8SC ii(‘";
i
A More than two years 14 0.8 - - 0.4 — 40 — 0.9 N
too early Al
B A httle too early 7.4 9.3 9.4 14.3 80 138 8.0 59 8.3 B
C About night 84.5 82.2 84.4 85.7 84.8 75.9 80.0 82.4 83.5 E_f
D A little too late 54 70 - - 54 6.9 8.0 5.9 ss [
E More than two years 14 0.8 341 - 09 34 — 5.9 1.2 L%
100 late A
F Drop this school - - 3.1 — 04 00 —_ — 0.3 e
REMARKS: Eighty-four percent feef that SSC occurs at about the nght time n an officer’s career. :,.
. At
O )
Ko " AN
Lt RS
- TABLE 56 £
ITEM: 54, The best action to be taken with respect to OAC, CAS3, and CGSC 1s Pod
RESPONSE (%) BG MG LTG GEN CA cs CSsS SP ALL
A. Keep all three 38.9 33.9 343 571 321 43.3 51.0 471 3741
B. Delete OAC 27 16 29 14.3 3.1 — — 59 2.4
C Delete CAS3 19.56 16.5 8.6 14.3 19.6 3.3 15.7 11.8 16.7
< D Delete CGSC 0.7 0.8 — - 0.9 - — — 0.6
y E. Merge OAC and CAS3 23.5 339 25.7 143 28.6 30.0 19.6 294 27.4
v F Merge CAS3 and CGSC 9.4 7.9 20.0 —_ 10.7 16.7 3.9 59 9.7
L G Other (specify) 20 39 57 - 27 33 59 - 3.3
L J H_ Don't know 3.4 16 2.9 - 2.2 3.3 3.9 — 2.7

. REMARKS. Although 37% recommend that ali three schools be kept, 17% recommend that CAS3 be deleted, and 27% recommend
s that CAS3 be merged with QAC
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TABLE 57
ITEMS % Agree
. BG MG LTG GEN CA Cs CSs SP ALL
55 All Army officers 69.1 66.9 67.6 715 68.2 76.7 66.7 52.9 67.6
should recewe joint/
combined operation
training
56 CGSC (either resident 161 240 324 - 231 267 118 59 21.5
or non-restdent)
should be a pre-
requisite for
attendance at AFSC
57 AFSC should continue 751 669 558 714 68 2 700 725 100.0 69.5

to be considered a CGSC
equivalent school

REMARKS The above “agree” data are developed by combining “strongly agree,” “agree,” and “'slightly agree” responses. a) Stxty-
seven percent feel that all officers should receive joint/combined operation training. b) Most generais feet CGSC should not be a
prerequisite for AFSC c) Seventy percent feel AFSC should continue to be considered a CGSC equivalent school.

TABLE 58
ITEM: 58. The number of officers attending CGSC (Resident) each year should be-
RESPONSE (%) B8G MG LIG GEN CA CS CSSs SP ALL
A Expanded to accommodate 22.3 20.6 229 - 194 267 196 35.3 208
all eligible officers
B. Remain the same as now 67.6 706 71.4 714 69.4 66 7 725 58.8 68.8
C Reduced 3.4 48 5.7 14.3 54 — 20 5.9 49
D No opinion, don't know 68 4.0 - 143 5.9 67 5.9 — £.5

REMARKS: Most general officers (69%) feel that the number of officers attending CGSC each year should remain the same as now

TABLE 59
ITEM: 59. Who should attend CGSC (Resident)?
RESPONSE (%) BG MG (R[] GEN CA (03] CSS SP ALL
A All eligible officers 154 71 171 - 10.8 16.7 13.7 i1.8 19
B. Only those officers with 2.7 24 - - 2.2 - 20 5.9 21
potential for command
C Those officers with 2.0 08 — - 18 - - - 12
potential for high level
staff assignments
D BothBand C 765 833 800 10 807 800 80.4 76.5 80.5
E Other 34 56 29 — 4.0 33 3.9 59 4.0
F. No opinion, don’t know — 08 — — 0.4 — - - 03

REMARKS Eighty-four pe-cent feel that CGSC should be attended by those with potential for cornmand and/or tugh level staff assign-
ments.
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TABLE 60

ITEM: 60. in your opimon, what is the max:mum single biock ot time that an officer in your field should be in assignments “away
from troops” (1.e assignments other than those having tactical or wartime mission signi‘icance)?

RESPONSE % BG MG LTG GEN CA CS CSS SP ALL
A. 1 year or less 07 —_ — — 05 - —_ - 03
B 2 years 16.4 8.7 9.1 — 150 — 5.9 18.8 120
C 3years 42,5 512 485 42.9 532 40.0 27.5 313 46.9
D 4 years 22.6 165 212 57.1 16 8 40.0 314 6.3 20.7
E 5 years 8.2 126 9.1 - 8.2 6.7 17.6 18.8 9.9
F. 6 years 6.2 7.9 91 - 4.5 100 13.7 6.3 6.8
G. 7 years — - -_— — - — - -

H 8 years 0.7 - — — 05 — — - 0.6
. More than 8 years: 2.7 3.1 3.0 - 1.4 3.3 39 18.8 2.8

REMZRKS The median response overall is that the maximum time an officer can spend “away from troops” 1s about “'3 years”
(CA = 3 years; CS = 4 years, CSS = 4 vears; SP = 4 years)

TABLE 61
ITEM: 61. Should officers be required to pass & military skills competency test prior to promotion to the next grade?
RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL
A Defintely not 287 28.5 22.9 143 23.2 36.7 37.3 529 27.9
B. Yes, for all grade 11.3 6.2 171 14.3 9.2 16.7 7.8 11.8 10.2
levels
C. Yes. for 0-1 only 13 4.6 5.7 -— 26 - 7.8 - 0.3
D. Yes, for 0-1 and 6.0 6.2 57 — 53 6.7 28 — 57
0-2 only
E. Yes, for 0-2 only — 1.5 - — 0.9 - — - 0.6
F Yes, for 0-1, 0-2 213 185 14.3 14 3 20.6 16.7 196 11.8 19.5
and 0-3 only
G Yes, for 0-3 only 27 15.0 — - 2.2 3.3 - — 180
H. Yes, for 0-1 0-2, 20.0 19.2 229 4.3 232 10.0 11.8 59 19.5
0-3 and 0-4 only
I Yes, for 0-4 only 20 23 5.7 14.3 0.6 - 3.9 5.9 27
J Yes, for some 60 62 29 28.6 7.0 6.7 2.0 59 63

combination of

grades other than

above
REMARKS. While 28% are definitely opposed to the requirement for officers to pass a skills competency test prior to promotion
to the next grade, 72% are inchned to accept some form of testing—essentially at company grade level

TABLE 62
ITEM: 62. Who should hae the primary responsibility for professional development of officers?
RESPONSE (%) BG MG LTG GEN CA CS CSs SP ALL
A. MILPERCEN 24.0 20.8 88 143 19.3 30.0 31.4 59 211
B. The branch proponent 104 400 32.4 42.9 35.8 433 35.3 88 2 39.9
(.e branch service
school)
C The commanding officer/ 185 16 8 353 286 243 10.0 11.8 - 19.5
supervisor in each duty
assignment
D Individual officers are 171 22 4 235 143 206 16.7 216 5.9 195

responsible for therr

own development
REMARKS. There is no consensus, all the players above are selected by a significant number of generals as having the pnmary
responsibility for professional development of officers The mode (40%) 1s “branch proponent™
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TABLE 83

ITEMS

% Agree

BG

MG

LG

GEN

CA

CS

CSS

SP

ALL

63. Most officers are

64

66.

67

prometed before they
become competent at
their existing grade

level

The promotion potential
of officers assigned as
instructors to TRADOC
schools should meet at
least the Army average

A major factor in the
evaluation of commanders
should be the extent to
which they develop the
officers serving under
them (mentoring)

More emphasis should be
placed on the development
of officers while they

are In units.

The method of

instructing small groups

of students by havina

a faculty member serve as
team leader/coach/mentor
should be expanded to all Army
officer schools.

24.7

98.1

96 0

960

66.9

222

97 7

96.8

93.7

72.7

213

94.1

94.3

97.2

71.5

28.6

85.8

100.0

100.0

71.5

24.1

96 8

95.6

974

788

20.0

96.7

93.3

100.0

734

23.6

97.1

g8 0

96 1

76.4

295

106.0

937

937

68.7

240

97.2

958

973

706

REMARKS" The “agree” scales above are achieved by combining ‘“‘strongly agree - agree - shightly agree” data. a) Most general
officers are satis“ied with currant promotion policies For example, only 24% feel officers are promoted prior to achieving compe-
tence at their existing grade 1evel b) There s strong consensus that TRADOC instructors should meet at least the Army average
(97%): also, “small group” 1s the preferred MO! with a mentoring faculty (77%). c) Ninety-six percent feet commanders should be

evaluated to the extent they develop subordinates d) Unit experience s seen as the key to officer development, 9/% feel more
emphasis is needed n this regard.

TABLE 64
ITEM: 88. Increased resources should be applied to developing officers for:
RESPONSE % BG MG G GEN CA CS CSS SP ALL
A TOE type assignments 18 1 18.3 18.8 20.0 21.7 103 80 12.5 17.9
B. TDA type assignments 56 71 94 — 7.8 3.4 4.0 - 6.4
C. Both TOE ard TDA type 375 341 344 - 31.8 34.5 52.0 43.8 35.9
assignments
D. There should te no change 299 31.7 28 1 600 295 44.8 28.0 313 30.8
from current emphasis
E No opwion, don’t know 9.0 8.7 9.4 20.0 9.2 69 80 125 9.0

REMARKS There is no consensus other than a general opinion that more resources snould be apphed to developing officers for
either TOE or TDA assignments Thisty-one percent feel there should be no change from current emphasis.
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TABLE 65

.TEM. ltems 69 through 78 ask you to identify to what extent each of the listed learning experniences helped prepare you to perform
tr= duties of your current assignment.

REZPONSE (%) Extremely Somewhat Litt'e/No N/A
Helpful Helpful Help

69 Ser ~ce School 46.5 41.2 105 1.8
(residgznt)

70. Service School 3.6 4.2 7.8 84.4
{non-resicant)

71 Advanced Cwilian 37.7 33.0 207 7.6
Schooling

72. Correspondenca Course 2.6 124 14.7 70.6

73. Civilian Short Ccurse 11.0 18.9 i26 59.4

74. Self Study 57.8 363 22 3.7

75. Unit Expenience (OuT) 78.5 15.1 25 4.0

76. Prior assignments 58.8 335 6.5 1.2
other than units

77. Coaching by mentor 38.2 37.6 118 12.4

78 Other - - - -

REMARKS. Across grades and ass.gnments, the three most likely learning expenences to be sefected “‘extremely helpful” are. Unit
Experience (79%), Prior assignments (59%) and Self Study (58%).

TABLE 65A

ITEM: ltems 69 through 78 ask you to ident'fy to what extent each of the listed learning expenences helped prepare you to perform
the duties of your current assignment.

Current Assignment: Combat Army Troop Leader/Reserve Component and Mobilization

RESPONSE Extremely Scmewhat Little/No NI/A
Helpful Helpful Help
69 Service School (resident) 46.2 43.1 10.8 —
70. Service School (non-resident) — 4.9 9.8 85.2
71. Advanced Civilan Schooling 15.2 30.3 47.0 7.6
72. Correspondence Course — 11.3 6.5 82.3
73 Civilian Short Course 32 79 14.3 74.6
74 Self Study 49.2 46.2 46 —
75. Unit Experience (OJT) 93.8 6.2 - —_
76. Prior assignments other 37.9 515 10.6 -
than uaits
77 Coaching by mentor 400 38.5 12.3 9.2
78. Gther — - — —

REMARKS. For all those generai officers currently assigned to a Combat Army Troop Leader or Reserve Component and Mobiliza-
tion assignment, 'Unit Experience (OJT)" is by far the most frequently cited learning experience in terms of preparation for current
assignment.

TABLE 658

ITEM. ltems 69 through 78 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform
the duties of your current assignment.

Current Assignment: Combat Developments/Combined Arms Doctrine

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpful Help
69. Service School (resident) 71.4 28.6 — —
70. Service School (non-resident) - — 40.0 60.0
71 Advanced Civiian Schooling 28.6 429 14.3 14.3
72 Correspondence Course — 143 28.6 571
73. Civiltan Short Course — 286 57.1 14.3
74. Self Study 714 286 — —
75 Urnit Experience (OJT) 100.0 - —_ —
76 Prior assignments other 85.7 14.3 — —
than units
77 Coaching by mentor 714 143 14.3 —
78 Other — - —_ —

REMARKS. For those general officers serving in Combat Developments/Combined Arms Doctrine assignments, the most valuab.e
learning expeniences in rank order include. (I) Unit Expenience (OJT), (2) Prior assignments other than units, (3) Coaching by mentor,
Self-Study and Resident Service School (tie).
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TABLE 65C

ITEM- items 69 through 73 ask you to identify to what extent each of the listed learning experniences helped prepare you to perform

the duties of your current assignment.

Current Assignment: Command, Control, Communications/information Management

RESPONSE Exiremely Somewhat Little/No M/A
Helpful Helpful Help
69. Service Schoo! (resident) 65.0 35.0 - -
70. Service School (non-resident) 10.5 5.3 53 78.9
71. Advanced Civilian Schooling 60.0 20.0 15.0 5.0
72. Correspondence Course - 10.0 200 70.0
73. Cwilian Short Course 10.0 35.0 5.0 50.0
74. Self Study 65.0 35.0 - —
75. Unit Exper~nce {(OJT) 60.0 25.0 - 150
76. Prior assigjnments other 65.0 15.0 10.0 10.0
than units
77. Coaching by mentor 40.0 30.0 150 150
78. Other — — — -

REMARKS: For those general officers currently in Command, Contro!, Communications/Information Management assignments, the
most helpful learning experiences have been Resident Service School< (65%). Self-Study (65%), and Assignment Experiences (OJT).

TABLE 65D

ITEM: ltems 69 through 78 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform

the duties of your current assignment.

Current Assignment: Intelligence

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpful Help
69. Service School (resident) 375 62.5 — -
70. Service School (non-resident) - 14.3 - 85.7
71. Advanced Ciilian Schooling 50.0 375 — 12.5
72. Correspondence Course — 143 — 85.7
73. Civilian Short Course 14.3 28.6 14.3 429
74. Self Study 37.5 50.0 — 125
75. Unit Experience (OJT) 50.0 50.0 — —
76. Prior assignments other 87.5 12.5 — _
than units
77. Coaching by mentor 12.5 62.5 125 12.5
78. Other -_ - — —

REMARKS" For those general officers in Intelligence assignments, the three most helpful learning experniences were: Assignments
(88%), Unit Experiences (OJT) (50%), and Advanced Civil Schooling (50%).

TABLE 65E

ITEM: items 69 through 78 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform

the duties of your current assignment.

Current Assignment: Joint/international/Security Assistance

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpful Help
69 Service School (resident) 28.6 571 143 -
70. Service School (non-resident) 77 - 77 84.6
71. Advanced Cuwvitian Schooling 35.7 500 143 —
72 Correspondence Course - 7.7 7.7 846
73. Cwihan Short Course 143 286 14.3 429
74. Selt Study 57.1 42.9 — —
75. Unit Experience (OJT) 64.3 21.4 143 -
76. Pnior assignments other 57.1 35.7 71 -
than units
77. Coaching by mentor 214 35.7 28.6 143
73. Other - - -
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REMARKS: For those general officers in Joint/International/Security Assistance assignments, the most heiplul learning experniences
have been: Unit Experience (OJT) (649%6), Self Study (57%) and Prior assignments (57%).
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TABLE 65F o
ITEM: Items 69 through 78 ask you to ide. 1%y to what extent each of the listed .earning experien. es helped prepare you to f eform -
the duties of your current assignment. -
Current Assignment: Logistics :
RESPONSE Extremely Somewhat Little/No N/A -
L Helpful Helpful Help =2
69 Service School (resident) 40.0 32.0 2680 — b
7C. Serice School (non-resident) —_— 4.2 228 75.0 X
71. Advanced Civihan Schooling 45.8 417 4.2 8.3 p
72 Correspondence Course 4.2 125 25.0 58.3 iy
73. Civilian Short Couise 80 16.0 12.0 64.0 y
74. Self Study 56.0 28.0 4.0 12.0 =
75. Unit Expezrience (OJT) 68.0 16.0 8.0 8.0 =
76. Prior assignments other 72.0 20.0 4.0 4.0 Iyl
than units Y
77. Coaching by mentor 29.2 292 8.3 333 1
78. Other - — — — i
REMARKS For general officers in Logistics assignments, the mt st helpful learning experiences have been Prior assignments (720%), :;
Unit Experiences (OJT) (68%,). and Self Study (56%). %‘

-
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TABLE 85G

ITEM: items 69 through 78 ask you to identify to what extent each of the listed learning expeniences helped pregpare you to perform
the duties of your current assignment.

- .
A

'l

Current Assignment: Operations Planning/Strategy

AR sk MR

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpfui Help
69. Service School (resident) 438 56.3 — —
70. Service School (non-resident) — 71 —_ 929
71. Advanced Civilian Schooling 333 26.7 333 6.7 H
72. Correspondence Course — 21.4 71 774 ¢
73. Civiian Short Course 7.1 14.3 14.3 64.3 b
74. Self Study 50.0 438 63 - >
75. Umit Experience (OJT) 68.8 18.8 6.3 6.3 N
76. Prior assignments other 56.3 43.8 — — Bl
tnan units -
77. Coaching by mentor 40.0 333 20.0 6.7 L
78. Other — — - —_
REMARKS. For general officers in Operations Plann.ng/Strategy assignments, the most helpful fearning expenences have been. "j
Unit Experience (OJT) (69%). Prior assignents other than units (56%). and Self Study (50%). v:.
3]
TABLE 65H b
ITEM: items 69 thrcugh 78 ask you to identify to what extent each of the listed learning expeniences helped prepare you to perform -
the duties of your current assignment. &
[‘.<
Current Assignment” Personnel/Manpower '5’:':
RESPONSE Extremely Somevihat Littie/No N/A N
Helpful Helpfui Help -.:
69 Service School (resident) 50.0 333 16.7 — -
70. Service School (non-resident) — - 18.2 8ig =~
71 Advanced Cwvilian Schooling 33.3 58.3 8.3 — v
72. Correspondence Course - — 182 81.8 :
73. Cwilian Short Course 9.1 182 9.1 63.6 N
74. Self Study 50.0 333 - 16.7 .
75. Unit Experience (OJT) 75.0 8.3 8.3 8.3 v,
76. Prior assignments other 66.7 167 16.7 - *
than units —
77. Coaching by mentor 33.3 333 25.0 8.3 )
78. Other - - -

REMARKS For generai officers :n Personnel/Manpower assignments, the most heipful learming expenences have been Unit Experience
(OJT) (78%), Prior assignments other than units {(67%).
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TABLE 65l

ITEM. items 69 through 78 ask you to identify to what extent eacn of the listed learning expenences helped prepare you to perform
the duties of your current assignment

Current Assignment: Reser n. Development, Acquisition
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RESPONSE Extremely Somewhat Linle/No N/A
Helpiul Helfpul Help
69. Service School (resident) 25.9 51.9 18.5 3.7
70 Service School (non-resident) 77 — 3.8 88.5
71 Advanced Cwvilian Schooling 593 259 1.1 .7
72. Correspondence Course - 192 15.4 65.4
73. Civihan Short Course 259 14.8 22.2 37.0
74. Self Study 74.1 22,2 - 37
75 Unit Expenence (OJT) 63.0 22.2 7.4 7.4
76 Pnor assignments other 80.8 192 — —
than units
77. Coaching by mentor 55.6 370 7.4 —
78 Other 100 - — —

REMARKS For general officers in RDA assigninents, the most helpful learning experiences have been. Prior assignments (81%0),

Self Study (74%). and Unit Exper:ence (OJT) (74%).

TABLE 65J

ITEM: ltems 69 through 78 ask you to :dentify to what extent each of the histed learning experiences helped prepare you to perform

the duties of your current assignment.

Current Assignment F 2ssurce Management

RESPONSE Extremaly Somewhat Little/No N/A
Helpful Helfpul Help
69. Seivice School (resident) 444 55.6 — —_
70. Service School (non-reskdent) — 222 11.1 66.7
71. Advanced Civiian Scheoling 55.6 22.2 - 22.2
72. Correspondence Course - 22.2 22.2 55.€
73. Civilian Short Course 11.1 55.6 11.1 22.2
74 Self Study 55.6 44.4 — —
75 Unit Experience (OJT) 778 111 - 11.1
76 Pror assignments other 66.7 33.3 - -
than units
77 Coaching by mentor 44.4 444 11.1 —
78. Other 100 —_ -— —

REMARKS For general cfficers in Resource Management Assignments, the most helpful learring expenences have been. unit
expenence/OJT (78%:) Prior assignments other than units (67%). Self Study {56%). and Advanced Civihan Schoohing (56%).

TABLE 65K

{TEM: ltems 69 through 78 ask you tc identify to what extent eacn of the isted learning expenences helped przpare you to perform

the duties of your current assignment

Current Assignment Training

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helfpul Help
63 Service School (resident) 58.8 35.3 - 59
70 Service School (non-resident) - - 59 94.1
71 Advanced Civihan Schooling 235 471 11.8 17.6
72 Correspondence Course - 17.6 17.6 64.7
73 Cwahan Short Course 59 17.6 11.8 €47
74 Se!f Study 529 353 5.9 59
75 Unit Expenence (OJT) 94.1 5.0 - _
76 Prior assignments other 412 52.9 59 —
than units
77 Coaching by menior 47.1 29.4 17.6 59
78. Other 100 - — —_

REMARKS For those general officers in Training assignments. the most helplul learning experniences have been Unit Expenence

(OJT) (94%), Resident Service Schools (59%). and Self Study (53%)
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TABLE 65L

ITEM. Items 69 through 78 ask you to :dentify tu what extent each of tiie listed learning experiences heiped prepare you ‘o perform
the duties of your current assignment

Current Assignment: Other

R ZSPONSE Extremely Somewhat Little/No N/A
Helpful Helfpul Help 1

69. Service School (resident) 46.4 41.1 10.7 1.8 i
70. Service School (nor-resident) 3.6 55 36 87.3 g
71 Advanced Cuilian Schooling 429 321 143 w7 Iy
72. Correspondence Course 36 7.3 16.4 72.7 I\
73. Cwilian Short Course 109 20.0 9.1 60.0 2
74. Self Study 55.4 35.7 18 7.1 E
75. Unit Experience (OJT) 80.4 17.9 — 1.8 E
76. Prior assignments other 64.3 30.4 36 1.8 :

than units o
77. Coaching by mentor 345 40.0 7.3 18.2 4
78. Other 100 - - —_ b

REMARKS. The other zategory includes a wide range of type assignments that do not fit in any of the other position categories.

1T PR

TABLE 66

ITEM: items 79 through 88 ask you to :dentify to what extent each of the listed learning experiences helped lay the foundation for
your growth thsoughout your career andfor erables you to make future contriputions to the Army.

iR

g -
L

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helfpu! Help
79. Service School {resident) 64.2 33.4 21 .3
80. Service Schoo! (non-resident) 25 54 8.3 83.8
81. Advanced Civilian Schooling 416 35.2 15.1 8.1
82. Correspondence Course 2.5 18.1 18.1 61.4
83. Civilian Short Course 9.0 235 14.2 534
84. Self Study 63.7 32.6 2.1 1.5
85. Unit Experience (OJT) 934 6.3 — 3
86. Prior assignments other 66.5 29.6 33 .6
than units

87. Coaching by mentor 47.6 376 8.8 6.1
88. Other 100 —_ - —

REMARKS. These questions are the same as for 69-78 except that the focus is on enabling a general officer to make future contnbu-
tions to the Army. The most helpful learning expenences are. Unit Expenences (OJT) (93%). Prior assignments (67%), Resident
Service Schools (64%). and Self Study (64%).
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TABLE 67 -_.
ITEM: 89. Se.ect the skills ana abilities which are most important to you in your current position*
RESPONSE (%) BG MG LG GEN CA CS CSS SpP ALL ~.::
A. Commumcation skills 66.0 63.1 600 857 62.3 70.0 706 76.5 64.9 ::-‘_
(wniten and oral) |
B Time management skilis 33 3.1 29 - 31 67 2.0 - 3.6 &=
C. Resource management 6.0 38 5.7 - 3.9 33 118 - 36 L
(other than time;} skills -]
D. Setting prionues/ 6.0 12.3 86 143 10.1 67 59 59 8.7 g
goals and planning Sy
abiliies -
E Technicaiftacucal 2.0 0.8 29 — 22 - — - 15 >
skills ko
F Development of _ —_ - - - — — - _ o
organizalions 0
G Concept integration/ 2.7 3.1 — - 22 _ 5.9 -~ 2.4 <~
cognitive abilities =]
H. Leadership and human 120 12.3 20.0 - 14.0 133 39 17.6 12.6 ._-:‘..
relations skills Laan
1. Abilty to specifically 07 0.8 —_ - 0.9 - - - 06 E
develop stragegy 2y
J. Other 1.3 08 — - 1.3 — — - 0.9 Ot

'!l

REMARKS: “Communication zkilis™ 15 the most frequently sefected category; “"leaderstuip/human relations skills™ is a distant second.

[}

TABLE 68
ITEM: 90. How far forward do the longest programs/projects over which you have control in your current assignment extend (1.e.
How far forward do these programs/projects have an impact/payoffiresulis?)?
RESPONSE % BG MG uaG GEN ALL
A 1 week or less 0.7 0.8 — -~ 0.6
B. Between 1 week and 1 month - 0.8 — — 0.6
C. Between 1 and 3 months 0.7 — — — 0.3
D. Between 3 and 6 months - 08 - — 03
E. Between 6 and 12 months 6.7 1.5 29 — 4.0
F Between 1 and 2 years 113 3.8 11.4 — 8.3
G. Beiween 2 and 5 years 32.0 415 31.4 14.3 349
H Between 5 and 10 years 253 26.2 343 57.1 26.9
I Between 10 and 15 years 6.0 115 8.6 14.3 8.6 -
J More than 15 years 17.3 131 11.4 14.3 156 v
REMARKS' The median response by grade: BG (2-5 years). MG (5-10 years). LTG (5-10 years). GEN (5-10 years). :.t:]
LN
-
TABLE 68A TABLE 688 SRS
ITEM: 90. How far forward do the longest programs/projects ITEM: 90. How far forward do the Inngest programs/projects ez
over which you have control 1n your current assignment extend over which you have control i your current assignment extend L:.:-:
# (1e How far forward do these programsiprojects have an impact/ {i.e. How far forward do these prograrns/projects have an impact/ y
- payoffiresults?)? paycitiresults?)?
3 RESPONSE %o Position” Combat Army RESPONSE 2%  Position: Combat Developments/
= Troop Leader/Reserve Combined Arms Doctrine
4 Lomponent and Mobilization A. 1 week cr less
. A 1 week or less - B Between 1 week and 1 monin -
E B8 Between 1 week and 1 month —_ C Between 1 and 3 months -
- C Bewwwen * 274 3 months 15 D Between 3 and 6 months -
3 D Between 3 anc 6 moniny -- E Between 6 and 12 months -
X £ Between 6 and 12 months 121 r pelween 1 and 2 years -
= F Between 1 and 2 years 152 G. Between 2 and 5 years - —
: G Between 2 and 5 vears 394 H Between 5 and 10 years 57.1 e
H Between 5 and 10 years 242 ! Between 10 and 15 years 143 v
1 Between 10 and 15 years 30 J More than 15 years 286 e
J_More than i5 yeais 35 REMARKS Median = 5-10 years e
REMARKS Med:an response = 2-5 years -
i
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TABLE 68C

ITEA: 90. Hew far forwerd do the longest nrogramsprojects
over which ycu have control in your current assignment extend
it €. How far forward do these programs/projects have an impact/
payolfiresults?)?

RESPONSE 9%

TABLE 68F B

ITEM: 90. How far forward do the longes' programs/projects
over which you have control in your current assignment extend
v e. How far forward do these programs/projects have an impact/
payoffirestits?)?

RESPONSE %

i

AR
oo et
PR N
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A
o e

Posiion Command. Contre!, Position. Logistics

JJ-5-A-31

Communications. information A 1 week or less - :
_ Management B Between 1 week and 1 month - o
A. 1 week or iess - C Between 1 and 3 months - -
B Between 1 week and 1 month - D. Between 3 and 6 months - .
C. Between 1 and 3 months — E Between 6 and 12 months ~ o
D Between 3 and 6 months - F. Between 1 and 2 years 4.0
E Between 6 and 12 months 4.8 G. Between 2 and 5 years 44.0 -
F Between 1 and 2 years — H. Between 5 ang 10 years 32.0 o
G Between 2 and 5 years 38 1 . Between 10 and 15 years 4.0 i
H Between 5 and 10 years 381 J. Mcre than 15 years 16.0 '
I. Between 10 and 15 years e5 REMARKS- Median = 5.10 years
J More than 15 years 93 :
REMARKS: Median = 5-10 years. -
: TABLE 68G O
. ITEM: 90. How far forward do the fongest programs/projects i~
- TABLE 68D over which you have control in your current assignment extend =y
" ITEM: 90. How far forward do the longest programs/projects (i e. How far fonward do these programs/projects »ave an impact/ -
v over which you have control in your current assignment extend cayofilresuits?)? . o]
ue How far forward do these programs/projects have an impact/ RESPONSE %  Position. Operations Planning/Strategy =
payoffiresulis?)? A 1 week or less _ g_
RESPONSE %  Position: Intelligence B. Between 1 week and 1 month — 1o
A. 1 week or less — C. Between 1 and 3 months —_ %-.:
8. Between 1 week and 1 month - D. Between 3 and 6 months 63 i
C Between 1 and 3 months — E. Between 5 and 12 months -_ . ';
D Between 3 and 6 months - F. Between 1 and 2 years 63 -7
E Between 6 and 12 months —_ G. Between 2 and 5 years 25.0 e
F. Between 1 and 2 years 125 H. Between 5 ang 10 years 375 e
G Between 2 and 5 years 375 . Between 10 ang 15 years 125 =
H. Between 5 and 10 years 25.0 J_More than 15 years 125 :
. Between 10 and 15 years 25.0 REMARKS: Median = 5-18 years. }:’.
J More than 15 years - &
REMARKS* Median = 5-10 years. ;_;
TABLE 68H _ i:‘-i
ITEM: 90. How far forward do the longest programsfprojects =]
TABLE 68E over which you have control in your current assignment extend £
ITEM: 90. How far forward do the longest programs/proiects {1.e How far fonvward do these programs/projects have an impact/ ;-‘
over which you have contro! in your current assignment extend payoftiresulls?)? g-::
1 e. How far forvaard do these programs/projects have an impact’ RESPONSE % Position Personnel/Manpower =
payoff/results?)? A 1 week of less — .=
RESPONSE %  Position: Joini/international/Secunty B. Between 1 week and 1 month - ]
Assistance C. Between 1 and 3 months - )
A 1 week or less — D. Between 3 2nd 6 months - f.
B Between 1 week and 1 month - E Between 6 and 12 months - i
C Between 1 and 3 months - F Between 1 and 2 years - 2
D Between 3 and 6 months — G. Between 2 and 5 years 500
E Between 6 and 12 months 71 H Between 5 and 10 years 22 ¢ By
F Between 1 and 2 years 71 I Between 10 and 15 years 83 :~':
G Between 2 and 5 years 329 J More than 15 years B 167 o
H Between 5 and 10 years 214 REMARKS Medan = 5 years -
I Belween 10 and 15 vears 143 S
J More than 15 years 71 ;:‘
REMARKS Median = 2.5 years =
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TABLE 681

TABLE 68K

ITEM: 80. How far forward ¢o the longes: programs/projects
over which you nave control in your current assignment extend
fie How far 'anward do these programs/projects have an impact
payoffiresults?)?

ITEM: 98. How far forward do the icngest programsi/projects
over which you have conirol in your current assignment cxtend
{+ & How far forward do these programs/projecs have an impact/
payoff/resuits?)?

RESPONSE %o Sosiion. Research. Development.

Accuisiion

A 1 week or iess -
B Betweer 1 week and 1 month -
C Between 1 and 3 monihs —_
D. Between 3 and 6 months —
£ Between 6 and 12 months -
F Bewwveen 1 and 2 years —
G Setween 2 and 5 years 50.0
H Between 5 and 1GC years 25.0
I. Between 10 and 15 vears 8.3
J More than 15 years 16.7

REMARKS Median = 5 years

TABLE 68J

ITEM: 90. How ‘ar forward go the longes: programs/projecis
over ahich you have contre! i your current assignment extend
i ¢ How far forward do these programsiprojects have an wmpact/
payofilzesuits?)?

AZSPONSE % Training

A 1 week cr less 5.9
B Between 1 weex and 1 mionth

C. Between 1 and 3 months -
D Between 3 ang 6 monins -—
E. Between € and 12 monihs 59
F. Between 1 and 2 years 1.8
G. Between 2 and 5 vears 29.4
H Between 5 and 10 years 17.5
1 tween 10 and 5 years 17.6
J More than 15 years 11.8

REMARKS- Median = 2-5 years.

TABLE 68L

iTEM: 80. How far forward do the iongest programsiprojecis
over wh:ch you have conlroi in your current assignment extend
(1 e. How 1ar forward do these programs/erojects have an impact/
payofiiresults?)?

RESPONSE % Other .
{%ESPONSE 3e Position: Resoutce Management A 1 week or less _
A. 1 week o7 less -_ B. Between 1 week and 1 month 1.8
8. Between 1 week and 1 menth it C. Between 1 and 3 months -
C. Between 1 and 3 months - D. Between 3 and 6 months -
D. Betwsen 3 and 6 months — E. Between 6 and 12 months 1.8
E Beiwesn 6 and 12 months - F. Between 1t and 2 years 8.9
F. Between 1 anc 2 years — G. Between 2 and 5 years 321
G. Between 2 and 5 years 556 H Between 5 and 10 years 23.2
H 3etween 5 and iC years 333 t Between 10 and 15 years 8.9
I Belween 10 and 15 years - J. More than 15 years 23.2
J-_More tnan 15 years - REMARKS: Hedian = 5-10 years.
REMARKS: Median = 2-5 years

TABLE 69

ITEM: 87 Do you agree that tre Army of DOQ shou!g prowvile speciic developmental opportunities 2t the general uif.car level?
RESPONSE (%%} _BG MG G GEN CA Cs CSS sF ALl
A Strongl g0 373 281 257 28.5 310 50.0 255 471 326
8 Agr-. 387 43¢0 423 57.1 403 357 39.2 41.2 39.9
T Shgntly agree 173 141 143 143 15§ 5.7 235 11.8 18.7
D Saghtly disagree 2¢c 47 z2¢e - 2.0 - 20 — 3.0
E Disagree 47 5 57 — 53 §7 38 - 4.8
F Strongly disagree 13 23 57 - 22 - 39 - 21
G No opsrion, donl't know 97 23 2¢ - :8 - 2.0 - 18

l
{
!
|
1

REMARKS There s strong agreement that there shioud be specdic developmenta. opporiuniies at the genaral gitcer ievel (88% agree)
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TABLE 7C
ITE: Items 92 through 107 ask you to «dentify. for each grade level. th.e extent tc which the skills listed beiow will change in impor-
tance on the future battlefieid. )
RESPONSE DRAMATIC INCREASE REMAIN DECREASE DRAMATIC
INCREASE SAME DECREASE

= A Company Grade i
32 Technical skilis 41.8 49.5 8.0 0.6 -~ ]
- 93. Tactical skills 326 45.2 215 06 — p
= 94. Operational-level 258 41.8 317 06 - :
E " warfighting skills
N 95. Leadership skills 31.3 35.0 33.7 - — g
ves 96. Cognitive skills/ 16.1 46.4 37.2 0.3 - J
b abilties H
b REMARKS The future Sattlefield 1s expected to increase the demands on company grade officers across all sk:!t requirements N
o :
,:_:. :
: TABLE 71 g

ITEM: iterrs 92 through 107 ask you to identify, for each grade levei. the extent to which the skills histed below will change in impor-

tance on the future battlefield.

RESFONSE DRAMATIC INCREASE REMAIN DECREASE DRAMATIC
INCFREASE SAME DECREASE

o

)
A

.
"

B. Field Grade
97. Technical skilis 345 49.1 £S5 0.9 -

98. Tactical skills 333 478 18.5 03 -
= 99. Operational-level 35.7 422 21.2 ng —
- warfighting skills
3 100. Leadership skills 27.8 39.8 32.1 0.3 -
. 101 Cognutive skills/ 26.2 447 28.7 0.3 —
: abilities

REMARKS The future battiefield will increase the demands on field grade officers across all skill requirements.
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TABLE 72

iTEM: I'ems 92 through 107 ask you to identify, for each grade level, the extent to which the skills listed below will change i smpor-
tance on the future battlefield.

MIRY

o

RESPONSE DRAMATIC iINCREASE REMAIN DECREASE DRAMATIC i
INCREASE SAME DECREASE ]

C. General Officers -
102 Technicat skills 24.1 457 293 0.6 0.3 2
103 Tactical skills 315 423 24.4 cs 0.3 By
104. Operatonal-level 446 3239 215 06 03 b
viarighting skifis I

105 Leadership skills 321 35.1 315 - 93 i
166 Cognitive skilis/ 291 433 272 03 - =
abilities -

107 Strategic abilities 45.4 380 16.4 0.3 — "

.

REMARKS The futsce battiefieid will increase tne demancs on general officers across ali skill requirements.
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TABLE 73

ITEM: 108. Do you think our country will need to institute some form of a draft to meet the needs for quality officers in the Armed
Foices during the next 20-40 years?

Ty e
s

RESPONSE BG MG LTG GEN CA Cs CSS SP ALL
A. | believe strongly 19.7 18.0 143 - 16.0 27.6 16.0 43.8 18.4
that we will 5
B. | believe we will 327 32.C 20.0 50.0 307 37.9 30.0 25.0 31.2 .
C. I do not know or cannot 109 55 8.6 - 8.0 34 160 — 8.4 b
decide. ]
D. | believe we will not. 327 383 514 500 40.0 20.7 36.0 313 37 1 o
E | believe strongly that 4.1 6.3 5.7 - 5.3 10.3 2.0 - 5.0 .
we will nct E

REMARKS: General officers are evenly spht in thewr opinton with regard to tris item

Lo r g

i St

TABLE 74 |

ITEM: 109. The Army officer training system is preparing officers in my field to keep pace with the fielding of high-tech systems. :
% Agree k
BG MG G GEN CA Cs CSS SP ALL Er

624 665 657 834 66.0 55.1 54.9 75.0 63_.1 .\

REMARKS' The “agree™ data above is a comoination of "‘strorigly agree,"” "‘agree’” and '‘shightly agree'’ respon-.»s. Most general ,

officers agree (64%) that officers are being prepared to keep pace ..ith the fielding of high-tech systems

L

d)
Ld d
.':\. '
TABLE 75 5
,: ITEM: 110. Making the necessary changes in the Army school system to meet the needs of the future can best be accomplished through. 5]
}_ RESPONSE % BG MG LTG  GEN  CA CS  CSS SP ALL K
- A. "“Fme-tuning” of the existing parts 55.4 64 1 62.9 667 63.1 48 3 54.9 43.8 587 &
(e g schools such as OBC, OAC, etc) L
of the current system. 1
B8 Making major changes within the 203 188 143 167 60 34.5 235 313 20.2 i
current system, but not deleting/ !,}-
adding new schools/courses L
C. A major overhaul of the entire system 22.3 16 4 200 1€7 20.0 17.2 19.6 125 19.6 ;{
to include the possibility of deleting ;
existing courses and/cr adding new
courses A
'.‘-: D Scrap the existing system and 07 08 — — 04 — - 6.3 06 i
P restructure the entire doctrine i
N development and education and train- 5
o Ing systems. :
S:I E. No opinion 14 — 29 — 0.4 - 20 63 0.9 i
,;‘; REMARKS Fifty-nine percent of general officers feal that it 2 Army schoel system needs "fine tuning'' rather than a major i
N overhaut t0 meet the needs of the future N
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TABLE 76

ITEM. 111. Current transition points for officer development now tend to be associated with schools, e.g. OBC, OAC, CAS3, CGSC,
AWC  Are these the appropniate transition pomnts for the future?

RESPONSE % BG MG LTG GEN CA CS CSS SP ALL
A Yes 776 78 2 85.3 100 78.2 897 740 93.8 798
B No (specify in Item 137) 224 218 14.7 —_ 218 103 260 63 202

REMARKS Eighty percent of general officers feel that schools are currently associated with career transition points and that these
are appropriate transition points for the future.

TABLE 77

I_EM: 112. The policy for below the zone selections for promotion should bo:
RESPONSE % BG MG LTG GEN CA CS CSs SP ALL
A. Remain the same as ncw 82.8 82.1 853 100 81.0 86.2 902 68.8 82.4
B Expanded to include selection of all 62 5.7 — —_ 5.1 6.9 9.8 - 5.7

those fully qualified for sclection

below the zone
C Abohsh below the zone selections 9.0 81 118 — 97 3.4 — 313 8.8
D Don't know 21 4.1 29 - 4.2 3.4 — — a1

REMARKS General officers overwhelmingly {82%0) feel that the current below the zone selection policy should remain the same
as now

TABLE 78

ITEMS % Agiez
BG MG LTG GEN CA CS CSS SP ALL

113 The policy of early selection of a very 490 50.4 157 33.4 47.8 60.8 37.2 75.1 48.3
few officers for promotion below the
zone encourages officers to focus on
short-term, lugh visibihty goals

114 Most officers are promoted before 250 250 323 33.3 273 138 29.5 313 26.8
they become competent at their
existing grade level

115 A computer based education network 527 54 4 486 50.0 47.2 74 G 60.8 56 3 53.1
should be developed to provide
officers with qualty education and
training 0tk unit setting

REMARKS The "agree’ data above is a combination of “'strongly agree,” ‘‘agree’ and ‘ slightly agree' survey responses.
a Most genercl officers do not feel that below the zone promotions encourage officers to focus on short-term, high visibility goals,
aiso most general officers do not feel that officers are prumoted prior to achieving competence at their existing grade level.
b. Fifty-three percent support development nf a computer based education network
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TABLE 79A
ITEM: Circle the number on the scale tha. best represents the strength of your support ior one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-—regardless of position (Table B)
Position: 116. A. Army Requirements vs. Individual Needs
Position 1 Posiuon 2
The Officer Professional Development System The OPDS should be structured and ‘mplemented
{OPDS) should be structured and implemented based on individual development needs
based on total Army requirements
RESPONSE (NUMBERS) BG MG L7G GEN  CA CSs CSS SP AlLL
Postition: Scale
Strongly Support Position 1 over 2 1 42 35 8 3 62 11 i3 3 89
2 51 52 15 2 94 7 15 8 124 L
3 30 29 5 1 47 6 12 3 68 ey
Equally Support Both 4 23 9 6 1 22 4 10 3 39 .'-;
5 5 3 1 0 7 1 1 0 9 -
6 2 0 0 0 i 1 0 ] 2 e
Strongly Support Position 2 over 1 7 0 2 0 o 2 0 0 0 2 o
REMARKS Median = 2, general officers tend to feei :i ongly that the OFDS shoud be structurediimplemented based on total 3
Army requirements rather than on individual developm: ' needs. i
T
_TABLE 798 o
ITEM- Circle the number on the scale that best represents (¢ strength of your support for one nosttion uver the other sositions '_
(Table A} Circle a number on the importance Scale to wdicate the importance of thi: issue—regardless o1 position (Table B) :“
Importance: 116. B. Army Requirements vs. Individual Needs §_
Position 1 Position 2 o
The Officer Professional Development System The OPDS should be structured and implemented o
(OPDS) s: ould be stiuctured and implemented based on indvidual development needs. o
based on totar Aimy requirements ) N
RESPONSE (NUMBERS) BG MG LTG  GEN CA cs css SP ALL o
Importance Scale I
Not Impor*ant 1 2 2 0 0 2 1 0 1 4 =y
2 3 2 e ¢ 3 0 1 1 5 .
3 4 4 2 o 9 0 2 0 11
Neutral -+ 8 5 3 0 14 0 0 2 16 :-:
5 17 16 4 1 26 6 4 2 39 -
6 47 48 10 4 87 7 16 4 114 e
Very Important 7 68 53 1€ 2 93 19 28 6 143 '
s
REMARKS Median = 6. generai officers feel that this 1ssue 15 important ]
.:-_‘;. i
. — e
TABLE 80A ﬂ‘_:
E S ITEM: Circle the number on 'ne scale that best represents the strergth of your suppcrt for one position over the other positions ‘_T_J
ooy fTable A) C'rcle a number on the impertance scale to ind.cate th » importance of the issue—regardless of position (Tabie B) :.'-:
n‘_: -~ - —trs ,-‘~
i,:\- importance: 117. A. Equality of Army Assignments e
. Position 1 Position 2 A
}—“, Alt assignmr.ents are of ggua: importance {0 the Army. Some assignments are rmore important to the Army S
5:'_; ) . o - than others -2
=Y RESPONSE {NUMBERS) BG_ MG LTG_ GEN CA CS TSS__ SP AL —
:! Position Scale =T
D Strongly Support Position 1 over 2 1 3 2 0 0 1 1 2 1 5 ';-:;
- 2 1 4 2 [ 7 0 i 0 8 Yy
L2 3 0 2 i o] 0 1 1 i 3 o
A Equaily Sunport Both 4 4 3 0 0 7 1 0 0 8 e
b 5 12 16 1 0 21 5 5 0 31 <o
P 6 62 54 <2 : 91 10 24 9 134 —
"W Svongly Support Postion 2over 1 7 88 48 19 3107 12 18 6 143 -
‘_‘ REMARKS Meaitn = 6, genera! o'ficers fel st ui-gly that seme assignments are rrore important to the Army than others (rather .
. than that alt assigninents are of equal impertance: <o
o e
- oo
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TABLE 808

ITEM: Circle the number on the scale that best represents the strength of your support for one positi- n over the other positions
(Teble A) Circle a number on the importance scale to indicate the importance of the 1ssue—-egardless of position (Table B).

Importance: 117. B. Equality of Army Assianments

Fosition 1 Position 2
All assignraents are of equal importance to the Army. Some asstignments are more important to the Army
than others
RESPONSE (NUMBERG) BG MG LTG GEN CA CS CsS SP ALL
Importance: Scale
Not Important 1 4 5 0 0 7 0 2 0 S
2 2 7 1 0 5 1 3 1 10
3 4 3 2 0 7 2 1 1 11
Neutral 4 23 12 1 3 33 2 3 i 38
5 45 41 6 1 61 11 17 5 94
6 38 37 15 2 71 6 14 4 95
Very Important 7 39 24 10 1 50 8 11 5 74

REMARKS Median = 6, general officers feel that this issue (1.e , equality of Army assignments) i1s important.

- TABLE 81A

ITEM. Circle the number on the scale that best represents the strength of your supp.oit for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue—regardless of position (Table B).

Position: 118. A. Field Army and Support Base Requirements

Position 1 Position 2
OPDS should fccus equally on field Army (TOE) ana OPDS should focus on the development of officers
support base requirements (TDA) in developing to meet freld Army requirements.
officers
RESPONSE (NUMBERS) BG MG LTG GEN CA CSs CSS SP ALL
Positien Scale
Strorgly Support Position 1 over 2 1 31 22 8 2 33 8 17 5 63
2 30 27 3 — 43 4 4 62
3 13 2 6 2 24 3 2 2 31
Equally Support Both 4 21 16 6 1 30 8 3 4 45
5 27 21 6 1 43 4 7 1 55
6 25 23 6 1 42 3 10 1 56
Strongly Support Posttion 2 over 1 7 8 10 0 0 18 0 1 0 19

REMARKS Median = 4, general officers are evenly spiit on this issue — &s many support position 1 as support position 2. How-
ever, CSS generals tend to support position 1 (1.e . equal focus on TOE/TDA devetopment requirements)

TABLE 81B

ITEM. Circle the number on the scale that best represents the strength of your support for one pos.tion over the other positions
(Table A) Circle a number on the importance scale to .ndicate the importance of the issue—regardless of posttion (Table B)

Importance: 118. B. Field Army and Support Base Reguirements

Position 1 Position 2
OPDS should focus equally on field Army {TOE) and OPLS should focus on the development of officers
support base requirements (TDA) in developing to meet field Army (TOE; requirements
officers
RESPONSE (NUMBERS) BG MG LTG GEN CA CSs CSS SP ALL
Importance Scale
Not important 1 H 1 i 0 2 0 1 0 3
2 3 3 c G 3 0 2 1 6
3 3 5 3 0 10 0 1 0 11
Neutral 4 19 1 2 1 24 3 6 3 36
5 43 29 12 K 65 i 10 3 89
6 47 46 19 2 81 7 15 5 109
Very Important 7 35 33 7 1 43 g 15 5 77

REMARKS Median = €
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TABLE 82A R
ITEM: Crrcle the number on the scale that best represents the strerngth of your support for one position over the other positions |
(Table A) Circle a number on the importance scale to indicate the impcrt: nce of the issue—regardless of position (Table B).
Position: 119, A. Depth vs. Breadth in Development |
Position 1 Position 2 e
OPDS shouid insure that AL! officers are developed in-depth OPDS should insure that SOME officers are developed in- n
’ In the Art ond Science of Warfare as well as being experts depth in the Art and Science of Warfare, other officers will be R
- n a functional area. developed as experts in functional areas. ™
A RESPONSE (NUMBER) 8G MG LTG GEN CA CS CSs SP ALL :.:
A Position- Scaiz v.
" Strongly Support 1 10 6 2 0 1 2 4 1 18 o]
= Posttion 1 over 2 2 22 14 6 2 32 3 9 1 45 et
I 3 10 16 4 1 21 2 7 2 32 b
L Equally Support Both 4 9 10 3 1 16 3 4 0 23 o)
-, 5 22 20 5 1 33 s 7 3 49 %
- 6 43 42 1 2 79 8 13 2 102 X
Strongly Support 7 33 21 4 0 41 6 7 8 62 :-.
L Position 2 over i s
= REMARKS: Median = 5; general officers tend to shghtly favor position 2 over posstion 1. —
&
TABLE &62B -
ITEM: Circle the numter on the scale that best represents the sirength of your support for one position over the other positions 2
@ble A) Circle a number on the importance scale to indicate the importance cf the issue—regardiess of position (Table B). 1;__
Importance: 119. B. Depth vs. Breadth in Development §__
Position 1 Position 2 ao
OPDS should insure that ALL officers are developed in-depth OPDS should insure that SOME officers are developed in-
in the Art and Science of Warfare as well as being experts depth in the Art and Science of Warfare, other officers will be o
in a functional area. de seloped as experts in functional areas. _.'_:
RESPONSE % BG MG LG GEN CA CS CSS SP ALL
Importance Scale -
Not Important 1 1 0 0 0 1 0 0 0 1 =
2 1 2 2 0 4 0 1 0 5 5
3 2 3 0 0 2 0 2 1 5 o
Neutral 4 8 9 3 1 12 4 g 0 21 :,_'
5 42 31 1 3 67 7 12 5 91 )
6 56 57 12 2 92 12 23 4 131 o
Very Important 7 39 27 7 1 54 7 8 7 76 b
REMARKS Median = 6 rud
TABLE 83A 7
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions P
(Table A) Circle a number on the impcrtance scale to indicate the utportance of the issue—regardless of position (Table B) P
Position: 120. A. Responsibility for Training ’-
2 Position 1 Position 2
5 Training of the individual officer should be pnmarily the respon- _
}", sibility of the educational institutions Training of the indiviaual officer should be pnimanly the re- -
.,.:x_. sponsibility of the mentor and individual ofiicer in the unit/ -
s orgamizat.on -
- RESPONSE % BG MG LTG GEN CA CS CSS SP ALL b
- Position: Scale ::‘-:
L Strongly Support 1 3 3 1 0 4 1 1 1 7 g
. Position 1 over 2 2 10 7 2 0 13 1 3 3 20 “o
A 3 13 9 i 1 17 3 3 1 24 S
N Equally Support Both 4 71 59 15 2 94 19 21 11 153 e
= 5 20 24 7 2 48 ‘ 6 0 55 =
= 6 20 15 5 2 34 1 6 1 42 N
.~ Strong"* Support 7 13 12 4 0 24 4 3 0 31 e
:;:- Position 2 over 1 ~ s
.::- REMARKS Median = 4, general officers tend to equaily support both positions—i e . responsibility for trairng the individual _
',}-:: officer involves the institutions. the ndividua! and the mentor e
s -
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TABLE 83B

ITEM. Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue—regardless of position (Table B).

Importance: 120. B. Responsibility for Training

Position 1 Position 2
Traiming of the individual officer should be primarily the respor:- Traimng of the individual officer should be pnmarily the ce-
stbility of educational institutions. sponsibility of the mentor and individual officer in the unit/
orgamzation.
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL
Importance. Scale
Not Important 1 1 1 2 0 3 0 1 0 4
2 3 1 0 0 2 0 1 1 4
3 3 3 0 0 5 0 2 0 7
Neutral 4 23 16 5 0 27 6 8 5 46
5 34 32 3 2 50 8 10 6 74
6 42 43 13 3 76 8 17 2 103
Very Important 7 43 33 12 1 69 8 12 3 92

REMARKS. Median = 6.

TABLE 84A

ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Civcle a number on the importance scale to indicate the importance of the issue—regardiess of position (Table B).

Position: 121. A. Responsibility for Education

Position 1 Position 2
Education should be primarily the responsibility of educational Education should be primanly the responsibility of tne men-
(military/civilian) institutions tor and individual officer in the unit/organization.
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL
Position. Scale
Strongly Support | 16 12 5 0 23 3 4 3 33
Position | over 2 2 32 26 2 3 47 3 12 3 65
3 31 23 5 1 39 8 10 3 60
Equally Support Both 4 52 45 14 2 79 1 17 7 114
5 12 9 4 1 22 1 5 0 28
6 7 9 3 0 14 3 1 1 19
Strongly Support 7 4 1 2 0 5 1 1 0 7

Position 2 over 1

REMARKS Median = 4, the typical general officer supports both positions equally—i e., education is the reponsibility of the insti-
tution, the indwidual officer and the unit mentor.

TABLE 84B

ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue—regardless of posit:on (Table B).

Importance: 121. B. Responsibility for Education

Position 1 Position 2
Education should be primarily the responsibility of educational Education should be pnimanly the responsibility of the men-
(miiitary/civihan) stitutions. tor and individual officer in the unitforgamization.
RESPONSE (NUMBER) BG MG LTG GEN CA CcS CSs SP ALl
importance: Scale
Not Important 1 1 0 0 0 0 0 1 0 1
2 3 3 0 0 4 0 1 1 6
3 7 5 3 0 11 0 4 1 16
Neutral 4 24 18 5 1 35 7 5 3 50
5 37 36 12 2 69 7 14 2 92
€ 47 43 7 4 69 8 19 7 103
Very Important 7 30 20 8 0 41 8 6 3 58

REMARKS® Median = §
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N TABLE 85A
‘::-' ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
:" (Table A) Circle a number on the importance scale to indicate the importance of the issue—regardless of position (Table B).
-“-; Position: 122. A. Responsibility for Socialization
:-' Position 1 Position 2
r Sociahzation should be primarily the responsibility of educa- Socializaton should be primarily the responsibiity of the
tional institatiors mentor and individua! officer in the unit/organization.
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL
Position Scale
Strongly Support 1 0 0 0 0 ¢] 0 0 0 0
Posttion 1 over 2 2 4 2 0 0 4 0 1 1 6
3 3 (] 0 1 9 0 1 0 10
Equally Support Both 4 59 43 11 3 87 8 18 7 120
5 30 29 7 2 47 6 1 5 69
6 33 35 11 0 57 9 13 3 82
Strongly Support 7 21 11 6 0 24 7 7 1 39

Position 2 over 1

REMARKS Mediar. = 5, general officers tend to feel that socialization is more the responsibility of the unit mentor and the individual
officer than the educational institution.

TABLE 85B

ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
{Table A) Circle a number on the importance scale to indicate the importance of the 1ssue—regardless of position (Table B).

Importance: 122. B. Responsibility for Socialization
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Position 1 Position 2
Socialization should be primnarily the responsibility of educa- Socialization should be pnimarnily the responsibility of the men- .
tional institutions tor and ndividua!l officer in the unit/organization oo
RESPONSE {NUMBER) BG MG LTG GEN CA CS CSS SP ALL
Importance: Scale ___

Not important 1 3 4 1 0 4 0 3 1 8 R
2 2 1 1 0 3 0 1 0 4 Ry
3 4 4 1 0 7 0 2 0 9 A
Neutral 4 2 17 6 1 39 6 11 4 60 -
5 33 41 10 3 64 7 12 6 89 o
6 40 36 10 3 64 8 16 5 93 AL
Very Important 7 34 22 6 0 47 9 6 1 63 i
[

REMARKS Median = 5 ’
=
o
e
TABLE 86A I
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions ::L

X (Table A) Circle a number on the importance scale to indicate the importance of the issue—regardless of position (Table B) -
3_:_ Position: 123. A. Officer Role as Mentor :::
; Position 1 Position 2 o~
5 The officer as leader 1s equally responsible for both develop- The officer’s primary responsibility is mission accomplishment o
o ing subordinates and for mission accomplishment -'_'.
L RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP. ALL :‘-'_
. Position” Scale =
"%  Strongly Support 1 66 53 11 1 91 17 22 6 136 -—
E-".T_'_ Position 1 over 2 2 25 25 8 1 43 4 10 3 60 ks
. 3 2 6 0 1 5 1 2 1 9 *
£ Equally Support Both 4 15 13 5 1 25 1 4 5 35 o
b 5 20 17 5 2 33 3 8 1 a5
= 6 12 10 2 0 20 1 2 1 25 o
trongly Support 7 9 4 4 0 14 1 2 0 17 oy
@  Postion 2 over 1 _
'-':'_‘ REMARKS Median = 2 general officers strongly support the concept that the officer is equally responsibie for both development -::‘-
;‘_.-; of subordinates and mission accomphishment. et
*-:.'- .':'\
'.‘“ ..:.
R~ S
i JJ-5-A-40 T
*."-:' .‘:_.
2 L
o ~ N eavanavacta e T T T R e A T N PN

‘sﬁ:\.ﬂ e e e e, A S SASANAN LTt T AL




NI O AN NN N Y RS 5 £20 10 B uh Yy i AN SN 50 R b kN s AN A i ol I b ey A e e LG il g~

TABLE 86B

ITEM: Cucle tr. ' number on the scale that best represents the strength of your support for one position over the other positions
{Table A) Cucle a number on the importance scale tc indicate the importance of the issue—regardless of position (Table B)

Importance: 123. B. Officer Role as Mentor

Position 1
The officer as leader is equally responsible for both develop-
ing subo:dinates and for mission accompi.shment

Position 2
The officer’s primary responsibility is mission accomplishment

RESPCONSE (NUMBER) BG MG LTG GEN CA CS CSS sP ALL
Importance: Scale
Not Important 1 4 5 0 0 5 1 1 0 7
2 5 4 2 0 8 0 3 0 11
3 2 2 1 0 3 0 2 0 5
Neutral 4 7 8 1 0 12 0 2 3 17
5 1 17 2 2 25 3 3 1 32
6 47 36 9 4 7 8 14 8 101
Very important 7 71 58 20 0 i07 16 26 5 154
REMARKS. Median = 6.
TABLE 87A

ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Tabie A). Circle a number on the importance scale to indicate the importance of the issue—regardless of position {Table B)

Position: 124. A. Distribution of Officers

Position 1
OPDS shouid be based on the premise that all unitsforgani-
zations receive an equal proportion of officers fuily qualiied
for promotion to the next grade without compromising the
requirement to assign officers qualified to perform the job

Position 2
OPDS should be based on the premise that certain
units/organizations should receive a higher proportion of
officers fully qualified for promoticn to the next grade
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RESPONSE % BG MG LTG GEN CA CcS CSss SP ALL

Pos:tion: Scale

Strongly Support 1 25 24 12 1 42 6 14 2 64

Position 1 over 2 2 15 23 2 3 30 4 7 3 44
3 10 12 4 0 18 1 5 4 28

Equally Support Both 4 9 7 2 0 14 1 2 1 18
5 39 29 4 0 53 7 13 0 73
6 39 24 8 1 58 8 7 4 77

Strongly Support 7 9 7 3 1 15 1 2 2 20

Position 2 over 1
REMARKS. Median = 4, there is strong general officer support for both positions. the median response is to equally support
both positions—t.e | there 1S no clear guidance on this 1ssue

TABLE 87B

ITEM. Circie the number on the scare that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the imperiance of the issue—regardless of position (Table B)

Importance: 124. B. Distribution of Officers

Position 1
OPDS shouid be based on the premise that ail unitsforgani-
zations receive an equal proportion of officers fully quaified
for promotion to the next grade without compromising the
requirement to assign officers qualified to perform the job

FPosition 2
OPDS should be based on tne premise that certain
unuts.0.ganizations should receive a higher proportion of
officers fully qualified for pt umotion to the next grade

RESPONSE® _ __  BG MG _ LT6 _GEN _CA _ CS  CSS _SP AL
importance Scale
Not Important i 3 o] 2 1 4 [¢] 2 0 [}
2 3 0 U 0 3 9 0 0 3
3 i 4 Y] 0 2 1 1 0 5
Neutral 4 e i3 i 0 21 3 4 3 31
5 55 38 5] 2 81 [ 1 7 106
6 37 39 13 1 50 9 19 5 93
Verylmportat 7 30 3 12 2 s 9 2 17
REMARKS Median = 5
JJ-5-A-41
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TABLE 88A
ITEM:  Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue—regardless of position (Table B).

Position: 125. A. Entry Standards vs. Remedial Education
A. Your position.

Position 1 Position 2 5

Entry standards for officers should inciude proficiency in basic Remedial education programs for new officers deficient in |
skills (mathematics, reading, wrniting, and oral communica- basic skilis should be developed.
tions). .
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS sp ALL ::
Position Scale -
Strongly Support 1 89 68 23 4 127 16 33 10 186 >
Position 1 over 2 2 31 32 5 1 47 6 12 6 71 ke
3 8 5 2 2 14 3 0 0 17 -

Equally Support Both 4 16 17 3 0 28 3 5 0 36 ]
5 4 4 0 0 5 1 1 1 8 S

6 4 1 1 0 6 1 0 0 7 .

Strongly Support 7 3 2 1 0 7 0 0 0 7
Position 2 over 1 -l
REMARKS Median = 1, general officers strongly feel that entry standards should inciuge proficiency in basic educationai skilis. -
TABLE 88B N

.

ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions W
(Table A) Circle a number on the importance scale to indicate the importance of the issue—regardiess of position (Table B). '{
Importance: 125. B. Entry Standards vs. Remedial Education 3
A Your position: -
Position 1 Position 2 .

Entry standards for officers should include proficiency in basic Remedial education programs for new officers deficient in :
skills (mathematics. reading, writing. and oral communica- basic skills should be developed. .
tons). -]
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP Al "
importance: Scale ':‘
Not Important 1 1 4 1 0 4 1 0 1 6 -
2 2 3 1 0 3 0 3 0 6 -,

3 3 3 0 0 5 o] 1 0 6 7

Equally Suppoit Both 4 7 9 2 c 16 1 0 1 18 :
5 21 17 1 3 30 4 2 6 42 ]

6 48 44 14 1 70 13 19 4 112

Very Importart 7 73 49 16 3 99 11 26 5 142 5
REMARKS: Median = 6 S
TABLE 89A &
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions =
(Table A) Circle a number on the importance scale 10 indicate the imgonarze of the issue—regardiess of position (Table B). -
Position: 126. A. Development: All vs. Some ‘
Position i Pesition 2 -
OPDS should provide the opportunity for continued profes- Within OPDS. the opoortunity for conunued professional
sional development for all officers throughout their service development shouid be weightec in faver of those with tne s
greatest promotion poiential. -
RESPONSE % 8G MG LTG GEN CA CS CSS SP ALL -
- Position* Scale K
- - Strongly Support 1 19 13 8 0 31 6 4 0 41 s
K. Position 1 over 2 2 14 12 4 1 22 3 5 1 31
3 1 < 2 e 1 2 8 1 22 -
Equally Support Both 5 12 16 5 2 24 2 7 2 35 v
5 35 24 6 0 47 8 7 a4 66 —
6 46 37 7 4 70 5 14 7 96 o
Strongly Support 7 16 18 3 0 29 3 6 2 40 -
Position 2 over 1 -
REMARKS Median = 5 there Is a sught tendency for general officers to support weighting profess.onai deveiopment opportun- :-:'
ties n favor of those witt greatest promotion potential -'_:
JJ-5-A-42 -
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TABLE 898

ITEM. Circle the number on the scale that best represents the strength of your support for one position over the other positions
{Table A; Circle a number or the importance <_ale to indicate the :mportance of the issue—regardiess of positon (Table 8)

Importance: 126. B. Development: All vs. Some

Position 1 Positicn 2
OPDS should provide the opportunity for continued protes- Within OPDS, the opportunity for continued professional
sional development for all officers throughout their service development shouid be weighted in favor of those with the
greatest promotion patential.
RESPONSE (NUMBER) 8G MG LG GEN CA CS CSs Sp ALL
Importance: Scale
Not Impoitant 1 0 0 1 0 1 0 0 0 1
2 2 4 0 0 3 2 1 c 6
3 3 4 0 0 2 1 5 0 8
Neutrai 4 17 9 4 0 23 0 5 2 30
5 45 45 14 1 82 5 14 6 107
6 55 39 10 6 81 10 18 7 116
Very important 7 27 28 4] 0 42 IR 8 2 63

REMARKS. Median = 6.

TABLE S0A

ITEM: Circie the number on the scawe that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to 1.adicate the importance of the issue—regardless of position (Table B).

Position: 127. A. Requirements by Level

Position 1 Position 2
The type of development requirements vary at each level of The type of development requirements are constant across
officer respons.bility levels of officer responsibility
RESPONSE (NUMBER) 8G MG LTG GEN CA Cs CSss SpP ALL
Posiiicn: Scale
Strongly Support 1 44 5C 6 2 71 10 17 7 105
Posttion 1 over 2 2 64 42 15 2 97 11 1 6 125
3 19 15 9 2 30 2 11 2 45
Equally Support Both 4 18 10 4 1 20 3 ] 1 33
5 2 4 0 0 5 1 0 0 6
6 5 1 0 0 3 0 2 1 6
Streagly Support 7 0 1 1 0 1 0 1 0 2

Position 2 over 1

REMARKS Med.an = 2. general officers tend to strangly feel that the type of development requirements vary a: each level of
officer rasponsibiliy

.t
1

S
&‘::.
TABLE 908 o
i L
ITEM: Circle the number on the scaie that best represents the strengih of your support for one position over the other positions o
(Tabte A). Cicie a number cn the importanice scale 1o indicate the impoitance of the issue—regardiess of positicn (Table B} "‘"‘
- importance: 127. B. Regquirements by Level o
Positior: 1 Position 2 SR
X The type of deveicpment requ.iements vary at each level cf The type of deveiopment requirements are constant acrcss
F - officer respensibiiity. levels of officer responsibility. e
E‘ KESPONSE {(NUMBER) 8G MG LTG GEN CA CSs CSs SP ALL —
- :
= Impertance: Scale
~ Mot impertant i 4 8 0 1 7 i 4 1 13
o 2 2 3 0 ¢ 3 0 2 0 5
v 3 11 7 2 1 15 0 2 4 21
- Neutrai a a8 24 1 2 54 5 i 3 73
E-.‘ 5 56 36 ] 3 78 9 12 2 101
3 6 37 25 10 0 52 4 12 6 74
E,'! Very Impaortarnt 7 12 19 3 0 18 8 7 1 34
N REMARKS- Median = §
JJ-5-A-43
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TABLE 91A i
ITEM: Cwcle the number on the scale that best represents the stiength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue—regardiess of posttion (Tabie B).

Position: 128. A. Maragement of OPDS
A Your Position

Position 1 Position 2
The tinal authonty fer ofhc?-training and education decisions The final authority for officer training and education gecistons
impacting on the entire Army (e g increases to THS account) impaciing on tha entire Army should reside at TRADOC.
should reside at HQDA.
RESPONSE (NUMBER) BG MG LTG GEN CA (o] CSS SpP ALL
Pesition’ Scale
Strongly Support 1 74 67 20 2 118 13 26 8 165
Fosition 1 over 2 2 26 28 6 2 45 1 i2 6 64
3 18 13 3 3 24 3 9 1 37
Equally Support Soth 4 17 1 1 0 20 6 2 1 29
> 7 2 1 0 5 4 1 1 11
6 6 2 3 0 11 1 0 0 12
Strongly Surport 7 5 4 1 0 8 1 1 0 10

Position 2 over 1

REMARKS Median = 1 general off:cers strongly feel that final authonty for decisions impacting on the entire Army should reside
at HQDA rather than TRADOC.

TABLE 91B

ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other posttions
(Table A) Circie a number on the importance scale 1o indicate the importance of the 1ssue—regardless of position (Table B).

importance: 128. B. Management of OPDS

Position 1 Position 2
The final authonty for officer training and education decisions The final authornty for officer trammé and education decisions
impacting on t~e entire Army (e g increases to THS account) impacting on the entire Army should reside at TRADOC.
should reside a. YQDA.
RESPONSE (NUMBER) BG MG L1G CEN CA CS CSs SpP ALL
importance: Scale
Not Important 1 2 4 3 0 7 0 2 0 9
2 2 2 1 2 4 1 1 1 7
3 2 3 1 2 7 1 1 0 9
Neutral 4 32 24 1 1 43 5 11 4 63
5 3 26 8 G 44 8 11 2 65
6 38 26 8 1 53 6 13 3 75
Very Important 7 41 42 13 1 73 8 12 7 100

REMARKS: Median = 6.

TABLE 92A
ITEM- Curcle the number on the scale that best represents the strength of your support for one position over the other positions
Tabie A) Circle a number on the importance scale to indicate the imporiaiice of the issue—regardless of position (Table B)

Position: 129. A. Command Priority
A Your position*

Position 1 Positicn 2
The h.ghest prionty of OPDS should be to develop officers pre- The OPDS should give equal prionty to the development of
pared to assume command positions officers for alf positions
RESPONSE (NUMBER) 8G MG LTG GEN CA CS CSS SP ALL
Pgsiion Scale
Strongly Support 1 9 10 2 1 22 0 0 0 22
Position 1 over 2 2 20 20 3 2 41 1 4 0 46
3 20 21 4 0 35 2 7 o] 45
Equaity Support Both 4 25 14 4 1 29 5 11 1 46
5 20 17 4 1 30 2 9 2 43
6 29 26 9 1 40 12 12 8 72
Strongly Support i 24 19 9 1 51 8 8 8 53

Posttion 2 over 1

REMARKS® Medar = 5, general officers tev;d to slightiy favor development of officers for all positions over prionty to those prepanng
for command positions CS and CSS general officers feel mure strongly about this than do CA general officers.
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TABLE 928

ITEM. C.icie the number on the scale that best represents the strerigth of your support for one position over the other posi:ons
\Tabie 4, Circte a number on the .mportaice scale 1o «adicate the .mportance of the issue—regardiess of position (Tabwe Bj.

Importance: 129. B. Command Priority

Position 1 Position 2
The hignest prion.y uf OPDS should be tc develop officers pre- The OPDS shouid give equal prionty 16 the development of
pared tc assume commanc positions officers for ail positions at TRADOC
RESPONSE (HUMBER) BG MG LTG GEN CA (02 CSS Sp ALL
Importance: Scale
Not important 1 C e 0 1 1 0 0 0 1
2 2 2 1 0 4 1 1 0 5
3 2 3 * c 3 G 3 0 6
Neutral 4 14 9 1 1 15 2 7 1 25
5 36 22 8 0 52 4 <) 5 70
6 61 53 i3 3 93 15 19 5 132
Very important 7 35 38 11 2 60 9 11 6 86

REMARKS: Median = 6.

TABLE 93A

ITEM: Cucie the number or: the scaie that bes! represents the strength of your support for oue position over the other positions
{Table A,. Circie a number on the importance scaie to incicate the importance of the issue—regardless uf position (Table B).

Position: 130. A. Roie of Army instructor

Position 1 Position 2
‘the Army school :nstructor 15 equally responsible for being The Army schoot instructor 1s pnmanly responsible for dis-
a mentor towarcs students as well as dissemmnating infor- seminating intormaticn.
mation.
RESPONSE (NUMBER) 5G MG LTG GEN CA cs CSS sP ALL
Position: Scale
Strongly Support 1 58 56 14 2 85 15 23 7 124
Position ¥ over 2 2 42 37 11 3 72 6 10 5 94
3 22 19 3 ' 28 3 i1 3 45
Equally Support Both 4 7 8 2 1 14 1 1 2 18
5 12 4 4 - 13 2 4 — 20
6 6 1 1 — 5 1 2 — 8
Strongly Support 7 5 2 0 - 5 2 0 - 8

Position 2 over 1
REMARKS Median = 2. general officers strongly feel ihat instractor role should he that of mentor.

TABLE 93B

ITEM: Circie the number on the scale that best represents the strength of your support fo; one position over the other positions
\Tabie A). Cizcie a number on the importance scale o indicate the importance of the i1ssue—regardless of posit.on (Table B).

Importance: 130. A. Role of Army Instructor

Position 1 Pas:tion 2
The Army school instructor 1s equaily responsibie {or being The Army scheol instructor is pnmarnly responsible for dis
a mentor towards students as well as disseminating infor- semunating mnformation
mation
RESPONSE (NUMBER) 8G MG LTG GEN CA CcS CSS SP ALL
Impo-tance Scale
Not Important 1 2 3 2 — 4 - 2 1 7
2 2 2 1 — 3 - 2 — 5
3 10 6 3 — 16 - 3 - 19
Neutral 4 23 17 7 1 31 3 10 4 49
5 37 32 6 3 58 8 S 5 81
6 41 32 9 1 56 9 16 4 87
Very Important 7 22 34 7 2 54 i0 9 3 78

REMARKS: Median = 6
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TABLE 94A

ITEM: Crrcle the number on the scale that best represents the strength of your support for one position over the ather positions
(Table A} Circle a number on the importance scaie 16 indicatc the importar..e of jhe issue—regardiess of postion (Table B)

Position: 131. A. Rewarding Organizational vs. Persona!l Success

Position 1 Position 2
The A my should rewarc tehavior that stresses orgamzat:onal The Army should reward behawvior that stresses personal
success success
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS Sp ALL
Position Scale
Strongly Supgort i 48 50 12 1 83 7 17 7 114
Posttion 1 over 2 2 34 29 10 1 54 7 12 3 76
3 18 17 3 2 K3} 3 5 1 40
Equally Support 8oth 4 51 29 10 3 64 9 15 5 a4
5 4 ¢ 0 0 1 2 H 0 4
6 0 1 0 c G 1 0 0 1
Strongly Support 7 0 i 0 0 0 1 0 0 1

Position 2 ove 1

REMARKS Median = 2 general officers strongly feel the Army sheuld reward behavior that stresses organizational rather than
persona: success

TABLE 94B

ITEM: Cicle the number on the scale that best represents the strength of your support for one position over the other pGsitions
{Table A) Cucie a number on the importance scaie tc indicate the importance of the 1ssue—regardless of position (Table B).

importance: 131. B. Rewarding Organizational vs. Personal Success

Position 1 Position 2
The Army should rewarg behavior that stresses organizational The Army should reward behavior that stresses personal
success success
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SpP ALL
Importance Scale
Not Important 1 2 2 4 0 6 0 2 0 8
2 2 4 1 0 3 0 2 2 7
3 3 3 0 ¢ 4 0 2 (4] 8
Neutral 4 29 12 a 3 42 2 7 2 53
5 2 22 3 1 38 3 7 1 49
6 44 36 9 2 65 12 11 5 93
Very important 7 50 48 10 1 74 13 18 7 112

REMARKS Median = 6

L TABLE 95A

ITEM: Circie the number on the scale that best represents the strength of your support for one position cver the other positions
sTaple A) Circle a number on the importance scale to indicate the impontance of the issue—regardiess of position (Table B).

Position: 132. A. Development: Short-term vs. Long-term

Positicn 1 Position 2
OPDS should focus on fong-term development of officers OPDS should focus on the short-term development of officers
to meet the demands of follow-on assignments
RESPONSE (NUMBER) BG MG LTG GEN CA CS . CSS spP ALL
Position Scale
Strongly Support 1 18 18 10 3 32 8 7 2 49
Position 1 over 2 2 36 28 5 0 44 6 14 3 65
3 22 21 6 0 39 9 7 3 49
Equally Support 8oth 4 61 48 13 4 89 13 19 5 126
5 10 7 1 0 12 2 2 2 18
6 (] 6 [ 0 10 1 * ¢ 12
Strongly Support 7 2 0 c 0 2 0 0 0 2

Position 2 over 1

REMARKS Median = 3. general officeis tenc to shghtly support the focus on long-term cevelopment of officers versus short-term
devealopment to meet the demands of foliow-on assignments This tendency ncreases with grade
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o - ~ TABLE 958

-:- ITEM: Circie the number On tiie scate thal best fc . - .- s the strength of your suppon for one pose on over the other posiions

"L (Tabie A) Cucie a numpes: on the importance sca. » .diale the /mportance o the :ssue—regardiess of position (Table B) :

“= Impecrtance: 132, B. Development: Short-term vs. Long-term .

HEY- Pasilion 1 Position 2 5

"~ CPODS snoui tovus on :ong-term gevzicpraent of uificors OPDS should focus on the short-term deveb>pment of officers 2

:_—:. B _______®meet the cemands of follow-on assignments. ;

RESPONSE (NUMBER) 86 MG LG GEN CA cs css sP ALY

N Importance Scale !

- Not Important 1 1 o 2 ¢ 3 0 G 0 3 ".

2 2 4 H ¢ 2 0 3 2 7 o

! 3 3 1 1 0 2 0 3 0 5 -

Neutral 4 15 21 3 1 30 4 4 2 40 £

5 43 34 7 1 60 6 1 8 85}

3] 51 44 9 1 0 11 12 2 115 <

Very impontant 7 23 22 12 4 3y g 16 3 67 -

REMARKS. Median = 6 <

g

il

TABLE 96A

ITEM: Curcie the number on the scale that best represents the strengih of yout suppott for one position over the other positiors .:

(Tabte A} Cucie a number on the /mportance scaie o indicate the importance of the ssue—regardless of position {Table B) ;

Position: 133. A. Change Management 3

~ Position 1 Position 2 E

. Monitoring of the OPDS and identification of changes required The QPUS should include a self-correcting mechanism for

ol should be accompished by cccasionaily conven.ng study regula:, penodic collection and analysis of data to identity :

o groups such as RETO and PDOS regquired changes :n the system. -

- RESPONSE (NUMBER) BG MG LYG GEN CA cs CSS SP AL 7]

o Position” Scale ]

Strongly Support 1 7 4 2 0 9 1 i 2 13 -~

Positon 1 over 2 2 13 14 3 1 23 3 4 1 31 9

3 14 14 2 1 22 2 5 2 31 -

Equally Support Both 4 52 34 9 H 66 8 18 4 96 -

5 23 21 5 1 33 6 9 2 50 ‘{

6 26 26 8 3 50 3 € 2 63 ~

Strongly Suppert 7 20 16 ] 0 24 7 8 3 42 -

Positior 2 over 1
REMARKS Meaian = 4, generai officers tend to equally suppcri both a seif correcting change mechamism and the need th pern-
odically convene study groups 1o manage change

WTLH 0 0ih Pe tr )

TABLE 96B
ITEM: Circie the “umber an the scaie that best represents the strength of your support for one position over the other positions -
(Tabie A) Circie a number on the importance scate to indicate the :mportance of the ssue—regardless of position (Table 8)
Importance: 133. B. Change Management <
Position 1 Posttion 2 T
- Monitoning of the OP'DS and «dentification of changes requred The OPDS shouid inciude a seif correcting mechanism for
N should be acco nphshed by occasionally convening Study regular, periodic collection and analysis of data io dentify
; Groups such as RETO and PLOS ) required changes in the system .
E{ RESPONSE {(NUMBER) - 6G MG LTG GEN CA CS CSS sP ALL =
£ importance Scale -
- Not Important 1 2 4 0 ] 5 0 1 0 6 N
3 3 0 0 4 1 1 ¢ 6
3 5 2 1 0 3 2 3 0 8
S Neutral 4 46 35 4 2 62 3 14 5 87 -
2 | 5 a1 31 13 2 86 5 16 3 9 ¥
T 6 33 32 10 2 55 8 10 4 7 =
< Very Important 7 22 21 7 0 32 7 5 5 50 -
- REMARKS Median = 5 5
Rl r’
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- TABLE 97

TABLE 100

ITEM: 34, What voids exist in the education and/or training sys-
tems fo. commissioned officers? How should they be handled?

RESPONSE (Content Analysis of Subjective Remarks), num-
bers represent the frequency that a particular 1Issue was mei-
toned

1 Tactical, warfighting skills 90
2 Technical skills 58
3 Too much schooling, not enough done n units 82
4. Satishied; no voids 48
5 Standards are too low 34
6 Need periodic courses !n values, ethics, socialization 32
7 Need more short, functional courses 32
3 Other 215
TABLE 98

ITEM: 135. if the cnticisms of the officer corps as stated in ltems
1 through 7 or: page 10 of the General Officer Survey and in
Table 12A and 12B of the appendix (Taking the Fulse of the Offi-
cer Corps) are valid, what steps do you recommend be taken?

RESPONSE (Content Analysis of Subjective Remarks); num-

bers represent the frequency that a particular iIssue was men-
tioned.

1. Cnticisms not vaiid 9N
2 Need a balance netween warriors and managers 89
3 Need more time with units 81
4. Stabilize, develop climate to grow 52
5 Don't continually tinker w/system; f.ne-tune 44
6 Don't reward self-serving officers 42
7 Need more reahsm in training 39
8 Need more time for basics 35
9 Other 14¢

REMARKS: Wh:le many genetal officers teel the cnt:cisms are
not valid, a number of suggestions are offered ranging from
balancing warriors/managers to ‘don’t contiriually tinker with the
system” to ‘need more time for bas.cs.”

TABLE 99

ITEM: 136. Please indicate the type of developmenta_l needs

that exist at your grade level Suggest how these needs could
best be met

RESPONSE (Content Analysis of Subjective R2marks); num-
bers represent the frequency that a particular issue wa. men-
tioned

ITEM: 137. A cntical transition point was defined on page 24
of the General Officer Su:vey as a stage or event in the career
of an officer which represents a substantial change in level of
responstbility, scope of work, or level of understanding (frame
of reference) required to perform effectively. Think back over
your career. Briefly describe the most impcrtant critical transs-
tion points that have occurred n your career, and indicate
whether or not you felt a need for additional schooling/training
at that time

RESPONSE (Content Analysis of Subjective Remarks); num-
bers represent the frequency that a particular issue was men-
tioned.

l. Battahon Command 136
2. Schools were adequate at transitron points 124
3. High level staff 118
4. COL/GO Command 33
5. Company Level Command 91
6. Neadcd more training at transition points 72
. Field grade to GO 66
8 UOther 169

REMARKS: The saven most frequently cited career transition
points are listed above

TABLE 101

ITEM: 138. List those thinys that are going well in the current
OPDS that should be continued without change in the future
(1.2, what is the "good news”?)

RESPONSE (Content Analysis of Subjective Remarks); num-
bers represent the frequency that a particular issue was men-
tioned.

I. Selection system (promotion, command, schools) 83
2. System is healthy 7
3 OBC/OAC getting better 46
4. CAS3 43
5. System 1s flexible; change evolves as needed 40
6. SSC 1s getting better 36
7. Other 235

REMARKS: The six most frequently cited “good news” 1ssues
are histed above.

TABLE 102

ITEM: 139. What are the really harc questions we should have
asked but didn't, and what are your positions on them?

1 Need penodic updates in doctrine, tactics, technology 104
2 Need more cvilian short courses 77
3 Need more branch short courses J
4. Need more resourceffinancial management training 45
5 Nothing more 15 needzd 4z
6 Nced more professional courses w/industry 32
7. Need training on how the Army works 30
8 Other 169

REMARKS' While 42 generai officers indicated no further
developmental needs existed at their grade level, many more
feel a need for periodic updates and chort courses as indiCaicd
above.

RESPONSE {Content 4Analysis of Subjective Remarks), num-
bers represent lhe freque ov that a particular issue was men-
tioned.

. None 80

2. Need to redefinc success/develop raore realistic 44
expectations

3 Can the bod, creative officer survive 42

4 CEetter development of warfighting skills 39

5 Other 246

REMARKS: The majority of genera! officers indicated that the
survey as wnitten covered the field well. Additional issues are
listed above
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Appendix 6 to ANNEX JJ

MAJOR TRENDS AND ISSUES

1. PURPOSE: To present a synopsis of the PDOS sur- 2. DISCUSS!ON: The discussion paper, PDOS Survey
vev results in the form of a discussion paper along with Results, with inclogsures is attached at Tab A.
graphs of the significant findings. TAB A - Discussion Paper, PDOS Survey Results
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SUBJECT: PDOS Survey Results
30 October 1984
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Issue. To identify major trends/issues emerging from the
analyvsis of the two PDOS surveys: 01-06 and GO.

1. The sample (Encl 1):

a. Is representative of the officer corps (sample size
as of 1 Oct 84 is 14,046 company grade/field grade: 51%
of the sample 1s company grade, the remainder field
grade and 285 general officers).

b. Provides a wide range of demograpkic data (grade,
branch. MACOM. type unit, scx. source of commission,
current assignment, and both military and civilian edu-
cation information).

2. The individual officer (Encl 2):
a. Is satisfied with Army duty.

(1) Fighty-five percent agree they are satisfied with
current duty position.

(2) Sixty-ninz percent agree they aie satisfied with
assignment patterns to date.

(3) Eighty-one percent express intent te malke the
Army a career.

(4) Fifty-eight percent are satisfied that future
development opportuaities will be provided as nzeded.

b. Considers himself/herself to be “professional™ in
a “climate” that nceds improvemeni.

(1) Nincty-cight percent agice the Army 15 more than
a job.

1®

(2) Eighty percent agree that officers with whom
they work cxemplify the “warsior spirit.”

"\ “

]
Pt )
'y S

L

(3) Eighty-five percent agree that officers with whom
they work exemplify the “Army cthic.”

X

%)
rh

(4) Seventy percent agree individual needs are sec-
ondary to Army needs.

(5) Forty-seven percent of general officers agree that
sentor Army leaders behave too much like corporate
executives and not enough like warriors.
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Tab A to Appendix 6

DISCUSS!ION PAPER, PDOS SURVEY RESULTS

(6) Forty-nine percent agree the bold, original, crea-
tive officer cannot survive in today’s Army.

(7) Sixty-cight percent agree tne officer corps is
focused on personal gain rather than selflessness.

¢. Desires a mentoring style of leadership.
(1) Gencral officers strongly support the concept.

(2) Eighty-<ight percent agree that an officer should
be first a menter and roie model.

(3) Ninety-six percent feel commanders should be
evaluated as to how well they mentor.

(4) Fifty-nine percen: do not perceive themselves as
having a mentor in their current assignment.

d. Idestifies challenges to officer preparedness.

(1) General officers rate overall officer preparation
to perform their mission as *‘good.”

(2) Forty-eight percent select leadership/communi-
cations as the most important skill in their current posi-
tion.

(3) Operational skills are identified as the weakes!
area of preparation across all grades.

(4) Leadership skills are reported as the second
greatest weakness in development.

(5) Sixty-eight percent feel that only about two-thirds
or less of their peers would make good wartime leaders
(most feel that only half or less of their peers would make
good wartime lcaders).

(6) At least 25% of company grade officers are 1den-
tified as having problems with the 3R’s. while general
officers strongly feel that competency in the 3R’s should
be a required entry skill.

(7) For'y-nine percemt report that in case of rapid
mobilization they are prepared to assume positions two
levels above their current level.

(8) Seventy-cight percent agree that the Officer
Professional Development System does not go far enough
today n preparing officers for war and combat (orly 67 %
of general officers agree).
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3. The schoothouse (Encl 3):
a. Is not perceived to e “broken ™

(1) Most efficers spend at least three years in the
schoolhouse across 20 YOS; they feel that four years
school is “about right.” and the typical officer is 2-3 years
out of his most recent school.

{2) Seventy-five percent agree that their lust school
effectively prepared them to perform their wartime
duties.

(3) Seventy-five percent agree the current education
and training systein for officers enhances combat readi-
ness.

(4) Eighty-six percent state that theii most recent
school contributed at least “some™ to their professional
development (50% said *“a greut deal™).

(5) Seventy-five percent agree their most rccent
scheol experience was at least “somewhat helpful™ in
preparation for future assignments,

b. Jccurs at about the right time for most.

(1) Seveaty percent agree that education/training
opportunities occurred at the proper time in their carcer
to date.

(2, Fifty-live percent agree that. refative ¢ when the
course was nceded, the last school they completed
occurred at the propsr time (but 38% say borh DAC and
CAS3 occurred ““too late™).

¢. Generally has approoriate standards.

(D) Seventy-five percent indicate the academic sand-
ards at their most recent school were “sboud right™ (33 %
of OBC graduates and 27% of OAC graduates responded
“too fow™).

{2) The instructor role is important.

(2) General officers say the instructor should also
t¢ a mentor, and not just an information conduit,

{b) Ninety-cight perceni of general efiicers agree that
instructors should meet at least the Army average in pro-
a:0ton potential.

d. Has a catisfactory overall quality of instruction but
there ts room for ‘mprovement, cspecially in OBC and
OAC

(h Sixty-nine percent rate the overall quality of
mnstiuction 1 their mo-t recent school at least ““good™
(35% of OBC graduates and 37% of OAC graduates, rate
overall quality as “fair to poor™).

{2) Sixty percent rate the overall quaiity ot techni-
cal instruction in therr most recestt schoo! o be at least
“good.”

{33 Frity-two pereent raie the overall quality of tag-
tical matruction in thew most recent school 1o be at least
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“good”™ (48% of OBC graduates and 46% of OAC gradu-
ates rate overall quality of tactical instruction as “fair
to poor ).

{4) Forty-four percent rate the overall quality of
leadership/human resource instructton to be at least
“good.” anc only 42 % agree that their most recent school
effectively prepared them to be mentors (59% of OBC
and QAC graduates rate overall quality of leadership
instruction as “fair to poor™)

¢. Generally contains an appropriate amount of tech-
nical, tactical. and leadership instruction.

(1) Most officers say the quantity of technical. tacti-
cal, and leadership instruction in their most recent school
was “about right.”

{2) Only 47% agree that education/training systems
prepare officers to keep pace with the fielding of high
technelogy systems.

f. Can expect the individual to participate in the
development process.

(1) Most officers disagree that schools should not
require students to complete preliminary requirements
prior to attendance (43% agree).

(2) 1he typical officer reports he/she could devote

at least three hours per week to a correspondence type
course.

g. Piesents a cost-benefit dilemma with CAS3.

(1) Ninety-two percent of graduates rate the quality
of instruction satisfactory.

(2) The quality of technical/tactical/leadership
instruction at CAS3 was rated *‘good” by graduates with
scores of 61%. 75%. and 71%, respectively.

(3) Sixty-seven percent of graduates agrec CAS3
effectively prepared them to become mentors.

(4} Ninety-seven percent of CAS3 graduates reported
the course contributed to professional development.

(5) Seventy-two percent of all officers feel the CAS
3 methed of instruction—small groups with a mentor-
ing faculty—should be expanded to other schools.

(6) However, 38% of CAS3 graduates say the course
occurred ““too late™ in their careers.

(7) Most officers and general officers recommend
a course of action that would resuit in the course being
deleted or merged with OAC (33 % say that OAC, CAS3.
and CGSC shoald be retained as 1s).

(8) Fifty-cight percent of those with an opinion fecl
that the number of officers attending CGSC should be
expianded to accommodate all eligible officers (most
general officers feel the numbers should remam the
same).
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h. Includes a useful advanced civil schooling program.

(1) Sixty-seven percent agree an advanced degree is
needed to oe proficient in at least one of their specialtics.

(2) Seventy-five percent report they are motivated
to seek an advanced degree to help them serve more
effectively. grow intcllectually, or be more competitive
vice only 12% reporting they are motivaed to get a
degree to help obtain a good civilian job.

(3) Seventy percent agree an officer should ucquire
an advanced degree even if the Army doesn’t fund it.

{4) Sixty percent report they are influenced. te soine
degree, to stay 1n the military by the opportunity to obtain
additiona! civilian education.

i. Has some voids in the system.

(1) General officers most frequently mention the fol-
lowing systemic voids:

(a) Warfighting skills.
(b) Technical skills (to include hi-tech).

(¢) A significant number of generals also feel there
arc no voids (43) and there is too much schooling (44)
already.

(2) Seventy-two percent of field grade officers agree
that the demands of the future battlefield will require ficld

grade officers to continue their education training after
CGSC.

(3) Only 41% of field grade officers agree there is
currently a need for additional education/training in
warfighting/operational planning afier CGSC.

(4) Only 32 % of ficld grade officers agree that edu-
cation and training must continue beyond SSC.

(5) Eighty-seven percent of general officers agree
that there should be specific developmental opportuni-
ties at the general officer level to include periodic updates
i doctrine/technology/tactics. cafeteria-style  short
courses. resuurce management. self-study with selected
readimngs, How the Army Runs. and courses with
industry.

(6) Ninety percent agree that ali officers should

receive training in joint/combined operations.
4. The unit/organization experience (Encl 4):

a. May represent the real key to professional develop-
ment.

(1) Nincty-five pereent of general officers agree morz
emphasts should be placed on the development of otficers
while they are in vnits,

(2) Most ofticers feel that an Lfficer should be “away
from troops™ no longer than 3-4 years at a time.

(3) OJTrassignment as identified as the “greatest
developmental experience™ by most offhicers.
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(4) Ninety-five percent report that OJT/assignments
helped in the preparation for their current assignment
(vice 76% for rcesident school experience).

(5) Most officers identify the battalion commander
as having played the biggest role 1n shaping professional
military values (the company commander was second,
the instructor last). and 87% agree that NCOs played a
significant role in their development as an officer.

{6) Eighty-four percent agree that socialization in
units has made a contribution to their professional
development. and 71% agree they have opportunity to
further their development in their current assignment.

(7) General officers cite OJT as the most valuable
icarning experience for command, TOE unit, specialty
immaterial. and service school assignments: the resident
service school experience is most useful for high-level
staff assignments. and civilian graduate schooling is most
useful for high technology assignments.

b. Needs improvement in unit develnpment programs.

(1) Almost one-third do not agree they have an
opportunity to further their development in their current
assignment.

(2) Most officers do not think the formal officer
professional development program in their unit/organi-
zation contributes significantly to professional develop-
ment (only 27% agree). and .he typical development pro-
gram for compuny grade officers is not more than one
hour per month.

c. Contains some assignments seen as more important
to the Army than others.

(1) Most general officers indicate that some assign-
ments arc  ore important than others.

(2) Ninety-three percent of commissioned officers
agree that some assignments arc more important.

(3) General officers identify the following as criti-
cal career transition points: Company corymand. tran-
sition to field grade. high-level staft’, battalion cormmand.
brigade command. and transition to general officer.

5. Systenuc guidance (Encl 5):

a. ldeatifies priorities.

(1) General officers report some officers should be
experts 1 the art and science of war, and some should
oe experts in functional areas.

(2) General officers report development opportuni-
tics should be weighted toward those demonstrating the
greatest potential: 61% of commissioned officers agice.

(3) General officers report excepted units should be
minimized and there should be equat distribution of
“quality officers”™ across the Army (1.c.. equal quality
cells).
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(4) General officers report priority should be given
hoth for the development of officers for command posi-
tions and for all other positions as well; commissioned
officers share this same perception.

(5) TOE and TDA should both receive increased
emphasis whenever increased resources are applied.

b. indicates current promotion policies are “about
right.” and most oificers support some form of com-
petency testing.

(1) Thirty-two percent agree most officers are
promoted before becoming competent at their existing
grade level.

(2) Seventy-two percent agree the policy of select-
ing very few officers for advancement below the zone
encourages short-term. high-visibilty goal focus.

(3) There is “'no consensus™ as to whether the cur-
rent BZ promotion policy should remain the same. be
expanded. or be abolished.

(4) Sixty-three percent of officers support some form
of competency testing prior to promotion with most of
these recommending test company grade only.

c. Is provided to cstablish responsibilities.

(1) Role ambiguity exists: the individual. the com-
mander. MILPERCEN. and the proponent all are scen
as playing a role in development.

(2) The responsibility for education. training. and
socialization of the individual lies both with the school-
house and with the unit (to include the mentor and the
individual).

d. Identifies management strategies for major changes
1o the system.

() General officers say the authority for major
changes on decisions impacting on the Army should
reside with HQDA.

(2) General officers say changes to the Officer
Professional Development System should be accom-
plished through both study groups and an internal mech-
anism for change.

6. Good news: general officers cite the following:
a. Sclection systern works.

b. Officer Professional Development System is healthy:
the officer corps is the strongest it has been in the mem-
orv of serving general officers.

¢. OBC/OAC getting better.
d. CAS3 is cffective.
¢. SSC getting better.

{. The system is flexible enough to change to meet the
needs of the future.
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7. Key points to be stressed (Encl 6):
a. Successes:
(1) Duty satisfaction is high.

(2) The officer considers himself/herself to be
professional.

(3) A mentoring style of leadership is accepted/
desired by most.

(4) The schoothouse is not seen as broken—it
enhances readiness and development, occurs at about the
right time. with an acceptable level of instruction qual-
ity. with academic standards that are “about right,” and
with an appropriate amount of technical. tactical. leader-
ship content: CAS3 is being implemented with “*high
grades.”

(5) The Advanced Civil Schooling program is
helfpul.

(6) The unit/organization is recognized as being the
key to the development process by most: also important
is the role of the individual.

(7) Systemic prioritics are identified.

(8) The selection system is seen as working well.

(9) Schools are seen as improving.

(10) The overall system is not seen as unhealthy.
b. Challenges:

(1) Climate nceds work.

(2) Officer preparedness suffers in warfighting skills
areas.

(3) Basic educational skills are a prablem for too
many.

(4) School occurs too late for many.
(5) OBC/OAC still lag other schools in many areas.

(6) There is room for improvement in instruction
quality/methodology. especially at the lower levels.

(7) CAS2 requires a cost/benefit/timing decision.

(8) Leadership is critical—but most officers do not
have mentoring ieaders and schools do not contribute as
cffectively as they might.

(9) General officers desire a formal “short-course™
type development program.
(10) Unit development programs nced work.

(I Role ambiguity in the development process
CAlsts.

(12) Unit experiences are critical to development—
but there are many interruptions.

(13) Excepted units must be reduced and officers dis-
tributed to form cqual cells of quality across the Army.
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%t T4 LT

132 1LT

247 MR i 314 CPY

GRADE [SAMPLE SITR: 14,048

TEARNING IS A LIFESTYLE FOR LEADERS

Enclosure 1
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PDOS SURVEY RESULTS

(CONT’D)

e 7 A
- X 67 ADA
b% QM

8% AR
8% ORD :
&
T
7, ll/f‘f-‘:llllll iﬂx Av
14 MP g f}"é::';”l'."
.
5% CHEM
7 Ml
—— 7% ENGR
Rl % FA
BRANCH [SAMPLE 812B: 14,048]
9% OTHER
1% RC DUTY
21 G sTeon
A M ;
2% INSCOM — 25% FORSCOM
3% EUSA

5% JOINT/CMBD -

b%Z DARCQM

1% HADA

184 USAREUR

MACOM

22% TRADGC

[SAMPLE STIE: 14,048

LEARNING IS A LIFESTYLE FOR LEADERS
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PDOS

)

SURVEY DEMOGRAPHICS

11% QTHER 187 cA

13% TRAIMING
1% RC DUTY 10% €S
207 HI LEVEL STF 12% €SS

5% ROTC/USMA
8% GARRISON

2% RECRUIT/RDNS

TYPE UNIT (SAMPLE S12B: 14,048

8% FEMALE —————

92% MALE
SEX [SLMPLE ST12R: 14,046

\\, | » e | /

LEARNING IS A LIFESTYLE FOR LEADERS
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SURVEY DEMOGRAPHICS
(CONT’D)

4% DIRECT APMT
g, ——— 2084 0CS

137 UstA

b3% ROTC

SOURCE OF COMMISSION ﬁ]l?tﬂ 8118 14,048

[l %) lq

21% OTHER 1b%4 COMMANDER

1% SPEC IMTL

7% INSTRUCTOR 22% <CORPS STAFF

3% GARRISON
b% JT/CMBD STF

- 17X HI LVL STAFF

CURRENT ASSIGNMENT ISANPLE TITE l4.04q

\
LEARNING IS A LIFESTYLE FOR LEADERS
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SURVEY DEMOGRAPHICS
(CONT’D)

41% YES, INSPEC

e — 132 YES, ADSPEC

CURRENT POSITION REQUIRES SPECIALTY SKILLS _
[{ocT 69

{SAMPLE SIZE: 14, 84b|

PROGRAM/PROJECT TIME SPAN

(HOW_FAR FORWARD DO THE LONGEST PRUGRAMS .EXTEND OVER WHICH
s 15 yeare AN OFFICER HAS CONTROL IN HIS CURRENT ASSIGNMENT?)

19-15 YEARS|- -w-

Bad@ YEARS| - oo oo cmmmemmmmms s+ e im oomien i e s e i T

2-5 vznns}. oo

£29 YEARSI= - = e o e oo e seie o e

6-12 MONTHSK . .

36 MONTHS}— - =

£o3 MONTHGIo -/ em o o mmomoen mminii ot i i i e

e

LEARNING IS A LIFESTYLE FOR LEADERS
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PDOS

SURVEY DEMOGRAPHICS
(CONT’D)

[ PROGRAM/PROJECT TIME SPAN
{CW (% FORWARD THE LONGEST PROGRAMS/PROJECTS EXTEND OVER WHICH
2N 71" 2ER HAS CONTROL IN HIS CURRENT ASSIGNMENT)

M COMPANY GRADE

IR F1ELD GRADE

T3 GENERAL OFF ICER

[ 2R
0

nazmsonmsasas kL
b1y b heS DM RPN 23 e
TS bﬂ%§§§ju ——ie { OCT 84
¢ 5 10 15 20 29 30 35 49

PERCENT SELECTING A PARTICULAR TIME SPAN

1% NONE
12% QTHER
1% NWC

1% ICAF

/. AUC (NONRES)
2% AWC (RES)

% AFSC

217% 0BC

—
-~

t3n CRSCNOMRES)

[

3% CAS3

(SANPLE S1ZE: [4,04] (L 0CT 84]

MOST RECENT SCHOOL COMPLETED

TEARNING IS A LIFESTYLE FOR LEADERS
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SURVEY DEMOGRAPHICS
(CONT'D)

IR T T LRy ]

"Lo% BuCiILORS 1% PHD

42% MASTERS

5 . 1n[-ELORS

5% GRAD CERTIF

HIGHEST LEVEL OF CIVILIAM EDUCATION

T 0CT 84
[SAWPLE SIZE: 14, 94y

14% FULLY FUNDED

3% DEGREE COMPL

£1% NO ADV DGR

75% OM QW

5% FRE-ACCESSN
T om——— 1% OTHER

SOURCE OF GRADUATE DEGREE

1 9cT Gq

[SAMPLE SIZE: 14, 04

IEARNING 1S A LIFESTYLE FOR LEADERS
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PROFESSTONALISM: ARMY ETHIC

(Y YE@ ACREE OPPITERS YITE YEOM TEEY YORT BREMPLIFY TEE ARMY ETEIL)
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CLIMATE NEEDS WORK
(CONT’D)
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CAN THE BOLD OFFICER SURVIVE?

(i WHO AGREE THE BOLD, CGRIGINAL, CREATIVE OFFICER “ANIOT SURVIVE
IN TODAYS ARMY)

= »0( (FCRLEE

2T

3 45 50 5% B0 BE 73 7%

1
PEPCENT wHO AGPEE THE BOLD SFFICER CAtmdT SUPVIVE
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0 AGREE THAT SENIOR ARMY LEADERS BEHAVE TOO MUCH LIKE
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CLIMATE NEEDS WORK
(CONT’D)

i OFFICERS: SELFLESS OR SELFISH? ©
(x-;aa ACREE THE OFFICER CORPS IS FOCUSED 9N PERSONAL GAIX RATEER THAN
SELFLESSNEBSS)
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...1he goal of the Officer Professional Development
is to strengthen and fortify the will, character,
knowledge and skill of those who lead and support
soldiers. Its fundamental principle is that
officers develop a vision of the nature of future
warfare, expect it, and personally prepare
themselves and their subordinates to fight and
win on the battlefield. In the final analysis,

it is the requirement to meet the demands of

combat that defines the value of the officer
corps.
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MENTORING IS DESIRED...
HU'" THERE ARE NOT ENOUGH MENTORS

~ JFICER ROLE AS MENTOR

tal N 4L OFFICERS SAY ABOUT WHETHER THE LEADER IS RESPONSIBLE
{4 ) FF MISSTON/DEVELORMENT OF SUBORDINATES VS MISSION PRIGRITY)

MEDIAN + 7

NUMEER

[ MISSION PRIORITY]|

Bl COMEAT A2MS

COMBAT SUPPORT COMBAT SERVICE SUPPORT SPECIAL

BE FIRST A MENTOR!

{1 tH5c LJRBE THAT THR OFPICER SHOULD BR PIRST 4 WENTOR AND A ROLE
MOJRL 730 INSTILLS ARMY VALUBS AXD DRVELOPS SUBORDINATES)

STR AGRGE 28
IUH AGRlll
P
1 0CT N,
a 11 29 Jo 40 5Q %0 79

PERCENT AGREEING IXSTRUCTORS SEOULD B2 QUALITY
[ comIssIoNED OFFICERS 01-0b
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MENTORING IS DESIRED...
BUT THERE ARE NOT ENOUGH MENTORS
(CONT'D)

PRESENCE OF A MENTOR

(Y AGREBRING THAT IN THBIR CURRENT ASBIGNMENT THRY HAVE L MENTOR)

LY

L

O T [ R D

n

2 19 1] Y’ 49 50 b9
! AGRYBING TOBY DAVE A URNTOR

EVALUATE COMMANDERS ON MENTORING

(% WHO AGREE THAT COMMANDERS SHOULD BE EVALUATED ON THE EXTENT
THEY DEVELOP THE OFFICERS SERVING UNDER THEM

@45

44

WENTOR STYLE DESIRED

a 19 20 30 40 5¢ L9
PERCENT AGREEING CDRS SHOULD BE EVALUATED ON MENTORING

@l COMMISIONED OFFICERS 01-0b | [ GENERAL OFF ICERS
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CHALLENGES TO OFFICER
PREPAREDNESS EXIST

OFFICER PREPAREDNESS

(WHAT IS THE LEVEL OF PREPARATION OF OFFICERS TO PERFORM THEIR
MISSION AS IDENTIFIED BY GENERAL OFFICERS?)

GRADE LEVEL_OF PREPARATION

LT ADEQUATE

cPT GooD

MAJ 6ooD

LTC GooD

coL GooD

BG 600D

MG GOoD

LTG EXCELLENT
GEN EXCELLENT

SOURCE: GO SURVEY

WEAKEST AREA OF PREPARATION

(WEAKEST AREA OF PREPARATION FOR EACH GRADE LEVEL AS IDENTIFIED
BY GENERAL OFFICERS)

GRADE WEAKEST PREPARATION
LT TECHNICAL SKILLS
cPT OPERATIONAL SKILLS
MAJ OPERATIONAL SKILLS

r LTC OPERATIONAL SKILLS
coL OPERATIONAL SKILLS
BG NO MAJOR SHORTFALL/OPERATIONAL SKILLS
MG NO MAJOR SHORTFALL/OPERATIONAL SKILLS
LTG NO MAJOR SHORTFALL/OPERATIONAL SKILLS

‘ GEN NO MAJOR SHORTFALL/OPERATIONAL SKILLS

LEARNING IS A LIFESTYLE FOR LEADERS
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CHALLENGES TO OFFICER
PREPAREDNESS EXIST
(CONT’D)

¥YARTIME LEADERSHIP PROFICIENCY

(YHAT £ OF OPPICERS AT YOUR GRADE WOULD WAKE COOD WARTINE LEAVERS?)

2
”“"M’ T 20 BB COMPANY GRADE
‘ s FIELD GRAD
75 B I e u}(;'-fm"rmiu-wm,w 29 - E
R T R £ D GEMERAL OFFICER

LA R IR R e AT

(VBOUAN = ONLY SO FGULD NAKE GOOU LEaDERS|

@724 v 81013 1o 1920 2528 31 34 37 4@ 43 db 49 57 55 53
PERCENT SELECTING EACH RESPCMNSE

FEERS THAT WDULD MAKE GDDD WARTIME LEADERS

LEADERSHIP: THE MOST IMPORTANT SKILL

(SBLECT THR BEILL MOST IMPORTANT TO YOU IN YOUR CURRENT POSITION)

R

[¢9% SBLRCTRD LEADERSHIP/CONNUNICATIONS]

¢ 19 29 10 a0 5 g1 ] ¢ ap 1o

\ e e [ FILD Gt J
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OPERATIONAL AND LEADERSHIP
SKILLS NEEDS WORK

GREATEST WEAKNESS IN DEVELOPMENT

(WHAT IS GREATEST WEAKNESS IN DEVELOPMENT AT YOUR GRADE?)

B COMPANY GRADE
IR FIELD GRADE

INGAE

¢ 5 10 15 20 25 ie 35
PERCENT ZELECTIMG A PARTICULAR WEAKNESS

| GREATEST WEAKNESS TN DEVELOPMENT

(YEAT 18 CREATEBT YRAKNESS IN DBYELOPMENT 4T YOUR BRANCE?)

TECHNICAL BT

TACTICA. K .
LMk I ek i Towu] 1 2

24
OPERAT [ ONAL L L R R TIR Ier
sttt oo

10 B COMBAT ARMS
B COMBAT SUPPORT
ERY COMBAT SERVICE SUPPORT

0 5 10 T 70 75 10 15
PERCENT GELECTING A PARTICOLAR WEAENRSS

Wain or LA LTI U BRI ©
; ot am
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BUT ARE THEY LITERATE?

11 WHO IKDICAYED YEAT PBRCENT OF TEE COMPANY GRADE OPFICERS IX -
TEETR CURRENT GRCANIZATION ARE COMPBTBNT [N BASIC EBDUCATIONAL SE'LLS! oy

A
'. l’ l"l.'

'P

e b

[AT LBAST 251 5AVE PROBLENS]

COMPETENCY LEVEL

¢ 1¢ 28 32 42 52 b2 7R ge ag 123
PRRCBNT INDICATING & PARTICULAR COMPRTENCE LRVEL

fa COrPAHY GRADE | I3 FIELD GRADE |

REMEDIAL EDUCATION FOR 3RS

(WHAT GENERAL OFFICERS SAY ABOUT JHETHER ONLY OFFICERS PROFICIENT IN
5GSR'SJSHGULD BE ACCESSED VS EgTAB%ISH REMEDIAL EDUCATION PROGRAMS)
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ENOUGH EMPHASIS ON WAR/COMBAT?

TR it
i ‘ll

{Y YHO AGRBE OPDS DOES NOT GO FAR ENOUGH TODAY IN PREPARING

Iy
OFFICERS FOR ¥AR AND CONBAT) in-

FIELD gonpe/hEEisess

- A
2 10 28 i 4@ 58 68 10 go 38 198 ChPd
PERCBNT ¥HO AGREB TOBRB ISY'T BMOUGT BMTEASIS 0¥ COMBAT £\

"TWO LEVEL~ PROFICIENCY o

(% WHO AGREE THEY ARE PREPARED TG ASSUME POSITIONS TWQ LEVELS
ABOVE THEIR CURRENT ONE IN CASE OF RAPID MOBILIZATIGN)

COMBAT SERVICE SUPPORT

COMBAT SUPPORT
RRopeettiecrririeos I COMBAT ARMS

IH‘I AG?REI

905 1015 ze 5 3¢ 35 wpégcg&ss 60 €5 78 75 88 85 90 95 )
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) SCHOOLHOUSE
]
o
W
cf&
b
A2
L PURPOSE OF SCHOOL
Z&ﬁ- (WHAT SHOULD BE THE PURPOSE OF EACH OF THE INSTITUTIONAL SCHOOLS?)
O .
b SCHOOL MOST IMPORTANT OBJECTIVES
0BC BASIC BRANCH SKILLS/ ARMY VALUES
0AC PREP FOR CMD/OPERATIONAL SKILLS
€AS3 STAFF SKILLS/COGNITIVE & INTEGRATIVE SKILLS
€6SC PREP FOR CMD & STAFF/OPER7.TIGNAL LEVEL WAR SKILLS
AMSP PREP FOR CMD & STAFF/COGNITIVE & INTEGRATIVE SkILLS
SsC ORGANIZATIONAL DEVELGPMENT/PREP FOR HI-LEVEL STAFF

1 GCT 84

SOURCE: GO SURVEY

5
i SCHOOL: HOW RECENT?
_i::;: {HOY LONC ACO Y45 YOUR MOST REBCENT SCHOOL?)
Er
ﬁg SCHOOL HO¥ LONG SINCE COMPLETION
o
Y 0B¢ (-2 YEARS
0AC 3-4 YEARS
CAS3 (-2 YEARS
CGSC (¥R) 2-3 YEARS
¢6SC (R) 4-5 YEARS
ARC (NE) 2-3 YEARS
ARC (®) 3-4 YEARS

, [rypicat orricer 15 2-8 vRARS 0ut of SCROOL [1 oCT 34) J
i LEARNING IS A LIFESTYLE FOR LEADERS
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SCHOOLHOUSE

HOW MANY YEARS IN SCHOOL?

{NUNBER OF YEARS SPENT AS A PULL TIMB STUDBNT IN 1 MILITIRY
0R CIYILIAN INSTITUTION SINCE COMMISSIONING)

£ coL
Jire
Fg Ml
77 CPT

G 1Lt

== LT

{usole FOR 20 YOS = 3 YEARS
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INSTRUCTOR ROLE IS
IMPORTANT
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ROLE OF INSTRUCTOR

(WHAT GENERAL OFFICERS SAY ABOUT WHETHER THE ARMY SCHOOL INSTRUCTOR
SHOULD ALSO BE A MENTOR VS1 OSI(L:]Y' S(:SS CUT INFORMATION)
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COMBAT SERVICE SUPPORT
COMBAT SUPPORT

COMBAT ARMS
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INSTRUCTORS SHOULD BE QUALITY

(% WHO AGREE THAT THE PROMOTION POTENTIAL OF GFFICERS ASSIGNED AS
TRADOC INSTRUCTORS SHOULD MEET AT LEAST THE ARMY AVERAGE)
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SCHOOL STANDARDS ARE
ABOUT RIGHT

ACADEMIC STANDARDS ABOUT RIGHT

(PERCENT INDICATING EXTENT TO WHICH ACADEMIC STANDARDS AT THEIR MOST
RECENT SCHOOL ARE: T0O HIGH, ABOUT RIGHT, OR T0O LOW)
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PERCENT RATING STANDARDS AT LAST SCHOCL

QUALITY OF INSTRUCTIGN SATISFACTORY

(WHAT WAS THE OVERALL QUALITY OF INSTRUCTION lN LAST SCHOOL
ATTENDED?)
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BUT COMES LATE FOR MANY

TIMING OF ED/TNG OPPORTUNITIES

(2 ¥BO AGRBE THAY BDUCATION AND TRAINIKG OPPORTUNITIES OCCURRED
AT TEB PROPER TIME 1Y THSIR CAREER TO DATE)
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TIMING OF SCHOOLS
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SCHOOLS ARE MEETING

i
g ED/TNG SYSTEM ENHANCES READINESS]
(I YEZO ACRBR THAT THE CURBBNT BDUCATION AND TRAINING SYSTBM FOR
OFPPICERS BNEANCES COMBAT RBADINESS|
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S 00
u 14 29 ig 42 S8 LY 78 52 aa 144
2 SGREBING CURRENT SYSTEM BNHANCBS READINBSS
| ARMY SCHOOLS ENHANCE READINESS ;
(% AGREEING [H4T THEIR LAST SCHOOL EFFECTIVELY PREPARED THEM TG
PERFORM THEIR WARTIME DUTIES)
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SCHOOLS ARE MEETING
ARMY NEEDS (CONT’D)
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OBC/0AC LAG...
ESPECIALLY IN TACTICS

. QUALITY OF TACTICAL INSTRUCTION l

(YEAT TAS TER OVEBRALL QUALITY OF TACTICAL INSTRUCTION IK LAST SCHOOL
ATTENDED?)
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: QUALITY OF TECHNICAL INSTRUCTION

(YZAT Y15 THE OVERALL QUALITY OF TRCENICAL IKSTRUCTION IX LaST SCHOOL

ATTENDED?)
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PERCENT RATING INSTRUCTION AT LAST SCHOOL ‘
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OBC/0OAC LAGS...
ESPECIALLY IN LEADERSHIP

QUALITY OF LEADERSHIP lNSTRUCTlOKl

{THAT ¥AS THE OVERALL QUALITY OF LEADERSEIP/HUMAN RESOURCE IXSTRUCTIGX
I¥ LAST SCE0O0L ATTEKDED?)
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PERRCENT RATING INSTRUCTION AT LAST SCHOOL

SCHOOL PREP FOR MENTORING

(PERCENT ACREEINC THAT WOST BRCENT 3CEOCL BFFECTIVELY PREPARED
GFFICERS TO BRECOME MEXNTORS;
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KEEPING PACE WITH
HI-TECH IS A CHALLENGE
AND SELF-DEVELOPMENT
IS IMPORTANT

KEEPING PACE WITH HIGH TECH

{I YEO ACREEK THE ED/TNC SYSTEMS PREPARE OPFICERS TO KBEP PaACK
YITE THE PIRLDINC OF HICE TRCENOLOCY SYSTENMS)
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TIME AVAILABLE FOR SELF DEVELOPMENT

{EOURS PER YREX YOU COULD BRVOTE TO CORRESPOXDENCR TYPE COURSE)

]
2L

s fo

N ’
)

" B s
e

[MEDIAN = 3 HOURS)
17 : 10cT ¢
ot E
v N |
L,
&
f T T T 1 ¥ ¥ 1
1 HOUR 2 HOURS 3 HOURS 4 HOURS S HGURS & HOURS *b HOURS
MIDIAX NUMBEE GF HOCES 3TViiLABLE FE: ¥IIZ

LEARNING IS A LIFESTYLE FOR LEADERS

-------------------------
........................ AL T ST o T S T T A T L L S N
------------- - * - LRI et i Rt Tt D, T T S i S I A N W S T N S N T il Tl S i ]
A L I R R S A LA S o il Mt G L 2 L
- . Y W e,




T

SCHOOLS LAG...
(CONT’D)
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CONTENT SHORTFALLS IN SCHOOLS

(OFF ICERS RESPONDING THERE WERE INSUFFICIENT AMOUNTS OF INSTRUC-
TION IN TECHNICAL, TACTICAL. OR LEADERSHIP SUBJECTS IN SCHOOLS?

L- TECH POI SHORTFALL ‘l
| W acT Por sHorTRALL ]
LIRSHP P01 SHORTFALL ]

1 00T 84

$2468 11 15 19 23 27 31 35 39 43 47 51 55 59 b3 67 71 75
PERCENT

FRELIMINARY REQUIREMENTS FOR SCHOOLS?

(% AGREEING ARMY SCHOOLS SHOULD MOT REQUIRE STUDENTS TO COMPLETE
PRELIMINARY REQUIREMENTS PRIOR TO ATTENDAMCE)

T 33
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[43z AGREE OVERALL)
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] 18 11 38 48 54 b8 7 8¢
X AGREEING THERE SMOULD NOT BE PRELIMINARY REQUIREMENTS
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THE CAS3 DILEMMA

0AC vs CAS3 vs CGSC

(WHAT ACTIONS SHOULD BE TAKEN WITH REGARD TO OAC/CAS3/CGSC?)
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PERCENT SELECTING A PARTICULAR ACTION .

0AC vs CAS3I vs CGSC

(WHAT ACTIONS SHOULD BE TAKEN WITH REGARD TO GAC/CAS3/CGSC?
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THE CAS3 DILEMMA
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CAS3 METHODOLOGY IS POPULAR

(4 WHO AGREE THAT THE METHOD OF TEACHING SMALL GROUPS GOF
STUDENTS WITH A "MENTORING™ FACULTY SHOULD BE EXPANDED?
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[STEONG SUPPORT FOR METHODOLOGﬂ

@ 5 18 15 20 25 3¢ 3% 4% 45 50 55 b6 65 70 i
PERCEMT AGREEINS CAS3 METHGDOLOGY SHOULD BE EXPAMDED

[ B COMMISIONED OFFICERS 01-8b | B} GENERAL OFFICERSI

SHOULD MORE ATTEND CGSC?

(OFFICCRS RESPONDING THE NUMBER ATTENDING CGSC SHOULD INCREASE)
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COMBAT SERVICE SUPPORT ‘:%
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PERCENT INDICATING THAT MORE SHOULD ATTEND =
> 4
[ <) . .
N LEARNING IS A LIFESTYLE FOR LEADERS
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ADVANCED CIVIL SCHOOLING
MEETS ARMY NEEDS

ADVANCED DEGREE PROGRAM HELPS RETENTION

(T0 YHAT BXTENT DOBS THE OPPORTUNITY TO ACQUIRE AN ADVANCED DEGREE
INPLUENCR YOUR DBCISION TO STAY ON ACTIVE DUTY?)

NONE*GET OUT

I COMPANY GRADE

rEn ETELD GRADE .

(687 ARE TNFLUENCEID)]

IlOCT 84‘
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@2 46 6518 13 15 19 22 25 28 31 34 37 40 43 46 49
PBRCENT

ADYANCED DEGREE: ENHANCES PROFICIENCY

(4 AGREEING ACS NEEDED TO BE PROFICIENT IN AT LEAST ONE OF THEIR
SPECIALITY AREAS)
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ADVANCED CIVIL SCHOOLING
MEETS ARMY NEEDS

WHY OFFICERS GEY DEGREES

(WHAT IS THE PRIMARY MOTIVATION TO OBTAIN ADVANCED DEGREES?)

| = comeayy 6RADE|
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4 2 4 & 812 13 1p 13 22 25 28 31 34
PERCENT

37 4
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ADVANCED DEGREE: GET IT ON YOUR OWN?

{PBRCENT ACRBBING THAT AN OPPICEBR SEOULD ACQUIKE AN ADVANCED
DBGREE BVEN [F THE ARNY DOBSK'T FUND IT)
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VOIDS IN THE SYSTEM

YOIDS IN THE OPDS SYSTEM

(MOST FREQUENTLY CITED FROM CONTENT ANALYSIS OF GO SURVEY)

(1) WAR FICHTING SKILLS(81)

(2) TECHNICAL SKILLS (INCLUDES HI-TECH) (49)
(33 THERE'S TOO MUCH SCHOOLING ALREADY (44))
(4) THERE ARE NO VOIDS (43)

(2) STANDARDS ARE TOO LOW/INCONSISTENT (32)
(b} PROFESSIONAL ETHICS/SOCIALIZATION (39)
(7) FUNCTIONAL SHORT COURSES (28)
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WARF LGHTING VOID AFTER CGSC?

(4 FIELD GRADE OFFICERS AGREEING THERE IS CURRENTLY A NEED FOR
ADDITIONAL ED/TNG TN WARFIGHTING/OPERATIOMAL PLANMING AFTER CGSCH
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2 10 28 30 40 50 be B
% AGREEING WARFIGHTING VOID EXISTS —
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CONTINUE ED/TNG AFTER CGSC?

(7% FIELD GRADE OFFICERS AGREEING THAT THE DEMANDS OF THE FUTURE
BATTLEFIELD WILL REQUIRE FIELD GRADE OFFICERS TO CONTINUE ED/TNG)

(1acr Sq

Bl - [12% AGREE QVERALL]
[(FTELT GPADE GWLY)|

4 19 2a 3¢ 19 58 b 0 58 90 14¢
% AGREEING ED/TNG MUST CONTINUE BUYOND CGSC

CONTINUE ED/TNG AFTER 55C?

(% FIELD GRADE OFFICERS AGREEING THAT THERE IS A NEED FOR ADGITIONAL
EDUCATION AND TRAINING BEYOND SENIOR SERVICE COLLEGED

B¢  [527 AGREE OVERALL

g 13 20 38 49 58 b8 78 2@
% AGREEING ED/TNG MUST CONTINUE BEYOND SSC

LEARNING IS A LIFESTYLE FOR LEADERS
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GO DEVELOPMENT
PROGRAM DESIRED...

GO DEVELOPMENT PROGRAM NEEDED

{f YHO ACRER THAT THBRB SHOULD BE SPECIFIC DERVELOPMENTAL
OPPORTUNITIBS AT THE GENBRAL OFFICER LEVEL)

B6 91

»
LTG ,' ..

(| 10 20 k1 49 58 60 18 se 98 168

PERCENT AGRBEING GO DEVBLOPMENTAL PROGRAN NBEDED

GO DEVELOPMENT NEEDS

(MOST FREQUENTLY CITED IN CONTENT ANALYSIS OF GO SURVEY)

(1) PERIODIC UPDATES IN DOC/TECH/TACTICS (86)
(2) CAFETERIA STYLE SHORTCOURSES (69)

(3) BRANCH SCHOOL SHORT COURSES (57

(4) RESDURCE MANAGEMENT (41

(%) SELF STUDY/SELECTED READINGS (4@

{h) NOTHING FURTHER NEEDBED (33

(7) HOW THE ARMY WORKS (361

(38) COURSES WITH INDUSTRY (27)

/]
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JOINT OMBINED TNG FOR ALL

(1 YHO ACREBE ALL OPPICERS SHOULD RECEIVE TRAIXING IN JOINT/COM-
BiXED OPERATIONS)
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2@ 12 49 50 3 [} 8¢ ¢ 108
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«+.and a "joint/combined operations”
mindset is important
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UNIT EXPERIENCE MAY BE
THE KEY TO DEVELOPMENT

L] L

PROFESSIONAL DEVELOPMENT
OF
OFFICERS STUDY

NEED MORE DEVELOPMENT IN UNITS

{I CBXERAL OFFICERS YEQ AGRBE MORE RMPHASIS SHOULD BE PLACED OX
THE DEVELOPMBNT OF OFFICBRS ¥HILE THRY ARE IX UNITS)

STR FGREE 49

iy iy

3 "
. r r
e Tt Tet

L At

T ]
s o [RERY [UNTT_EXPERTENCE VERY IMPORTANT]
957 AGREE

nxsacnssF 5

8 5 186 15 26 25 38 35 48 45 5@ 55 S€ S @ IS

k PEBRCENT AGREEBING NEBD MORE BMPHASIS ON UNIT DEVELOPUENT )
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UNIT EXPERIENCE MAY BE
THE KEY TO DEVELOPMENT

TIME AWAY FROM TROGOPS

(WHAT IS THE MAXIMUM SINGLE BLACK OF TIME AN OFFICER IN YOUR BRANCH
CAN BE AWAY FROM TROOPS?)

-l L,
R A A R E R ey e e

22 ey R

T j1

== COPANY GRADE |

| &3 F1€LD ceae _]
Lr_jj GENERAL OFFICERS

|MOST SAY NMT 3-47vEaRS)
f170cT 84}

H

2 18 15 28 25 318 35 48 45  se
PERCENT SELECTING A PARTICULAR BLOCK OF TIMS

TIME AWAY FROM TROOPS

(WHAT IS THE MAXIMUM SINGLE BLOCK OF TIME AN OFFICER IN YUUR BRANCH
CAN BE AWAY FRGM TROOPS?)

o

[MOST SAY MT 3-4 YEA?SI
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WHO SHAPES VALUES MOST?

WWHO IN THE MILITARY PLAYED THE BIGGEST ROLE IM SHAPING YQUR O
PROFESSIONL MILITARY vaLUE SYSTEM 70 DATED)

o ' S8 COMPANY GRADE
=] FIELD GRADE

A CDOP MOST IuFLnENf;!ﬂ]

FEEL PRI S
ey

L e e
10 =
- T ————— 1 [0ET ¢4
Err oo B S R S I D R T R T A SRRk IS 4 [ “’T 8:

18 22 30 ) 50
PEPCEMT SELESTING & PAPTICULAP PESPOIE

)

GREATEST DEVELOPMENTAL EXPERIENCE

(EXPERIENCES THAT MADE THE GREATEST CONTRIBUTION TO YOUR PROFESSIONAL
DEVELOPMENT AS AN OFFICER)

{3 COMPANY GRADE
=g FIELD GRADE

f1 ocT 84!

€
3

S S R S O R . e TR A R SR

3 5 18 15 28 25 3@ 35 48 45 58 55 b4
PERCENT THAT SELECTED A PARTICULAR EXPERIENCE
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NCO ROLE IN OFFICER DEVELOPMENT .
(1 ¥EG ACRBE TEAT NCO'S PLAYBD A SICNIFICANT ROLE IN TEEIR DBVEL-
OPKBKT AS AN OFFICER)
{871 AGREE 9VERALL]
§ 1 20 3 40 50 5@ 76 6e 90 108
t AGRBRING NCO'S PLAYED SIGNIFICANT KOLE
!— UTILITY OF LEARNING EXPERIENCE
(2 OFFICERS AGRBEING THAT A PARTICULAR LEARNING EXIPERIENCE HELPED
IX THE PREPARATION FOR CURRENT ASSICNMENT)
%ES SYC SO ‘ 78
IRES S¢C SGRN —I
B CGHPANY GRADE |
L - - I\I‘i.',‘,",.': Ll i ox FIELD GRADE
R e : [0T7-ASSTAFNTS ARF 1OST "HELPFIL |
civ et cosg ; {l ary aal
i | SELF ST ’ :
R
" v, OAFT/ASGNNT:
R
HEHTORING,

2 19 8 i@ i¢ 59 b9 ie 59 11 ige
$ SCRBEIKC AN EBYPERIBNCE ¥AS 1T LEAST SOMEYHAT DELPFUL
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UNIT DEVELOPMENT
PROGRAMS NEEDS WORK

.....

OPPORTUNITY TO DEVELOP

{I ACREEING THAY THRY EAVE OPPORTUNITY 10 PURTHER THEIR DEVELOPMENT
I¥ THEIR CURRENT ASSIGNMENT)

nT 78

co. (0T
L

8 § 19 15 28 25 39 35 48 45 58 55 6@ 65 72 75 88 B85 98 95
I ACREBING THRY HAVE OPPORTUXITY TO DRVELOP

| SOCIALIZATION IN UNITS

{1 YHO AGREE TEAT SOCIALIZATIOK IN UNITS HAS MADBR A CONTRIBUTION
TO THEIR PROPESSIONAL DRVELOPMENT)

2T 74
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1 ACRBRINC UXIT SOCIALIZATION CONTRIBUTED
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UNIT DEVELOPMENT :
PROGRAMS NEEDS WORK

| D0 UNITS HAVE OPD FROGRAMST |

(7 WHG RESPONDED TQ A QUESTION AS 70 HOW MANY HOURS PER MINTH THEIR
UNIT DEVOTED T OPD FOR COMPANY GRADE OFFICERS)
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[npzan PROGRAM MMT § HR PER MiMis]

2 13 20 32 21 32 LT i
PERCENT SELECTING A PARTICULAR RESPINSE

- T = el C rrrbryTveS 0
i i ~RE UNIT PROGRAIIS EFFECTIVE? |
-
(% UHD AGREZ THE FOPMAL QPD PPOGRAM IN TREIR UMIT/ORGAMIZATION COMTRI-
BUTES SIGMIFICANTLY TO PROFESSIONA DEVELOPMENTY
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ASSIGNMENTS |f
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EQUALITY OF ASSIGNMENTS

{WEAT GBNBRAL OFFICERS SAY ABOUT WHRTHER ALL LSSIGNMENTS ARE OF
_ BQUAL [MPORTANCE VS SOMB AR. MORE IMPORTANT)
1 0CT B84

VDL Ry
B T B Pod

”
5

125} SPECIAL
COMBAT SERVICE SUPPORT
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1 2 3 4 2
[ Rquat ruporTANCE | [ SOME MORE INPORTANT 3‘?
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SOME ASSIGNMENTS ARE MORE JMPORTANT

(I YHO AGRBR TEAT SOMR DUTY ASSIGNMBNTS AT THBIR GRADB ARB MORE
MORB INPORTANT THAN OTHERS)
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DISAGREE UM R

/77151931 SAY SOME ASSICNNENTS ARE MORE IMPORTANT [1 0CT 84 %{*

U 16 28 3@ 40 50 b0 70 56 90 100
\ PERCENT AGRBEING SOMB ASSIGNMENTS ARB MORB IMPORTANT

| W corpaiiy GRADE | [ET] FIELD GPAbE | )
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PDOS

ASSIGNMENTS AND
PREPARATION FOR THEM

CAREER TRANSITION POINTS

{M03T FREQUENTLY CITED IN CONTENT ANALYSIS OF GO SURVEY)

(1) BATTALION COMMAND (122) :
(2) TRANSITION TO GENERAL OFFILER (99) R
(3) HIGH LEVEL STAFF (98) RN
(4) 06707 COMMAND (85) AR
(5) COMPANY COMMAND (81) —
(6) COMPANY GRADE TO FIELD GRADE (34) g
(7) SCHODLING ADEQUATE AT TRANSITION POINTS (109) S
(3) NEEDED SCHOOLING AT TRANSITION POINTS (60) S
b
BEST ASSIGNMENT PREPARATION - L
(zgsgI%E50§¥A§ENEEQEN6§21Eésg$IENCES FOR EACH TYPE ASSIGNMENT o
ASSIGNMENT MOST IMPORTANT EXPERIENCES
---------- 1) -----------;é;-------—---- (3
COMMAND 37T MENTOR RES SVCE SCHOOL
TCE UMIT QT RES SVCE SCHCOL  MENTOR
HI STAFF RES SVCE SCHOOL  CIV GRAD SCHOOL  MENTOR
JT STAFF RES SYCE SCHOOL  QJT SELF STUDY
HI TECH CIV GRAD SCHOOL  CIV SHORT COURGE SELF STUDY
SPEC IMTL 03T RES SVCE SCHOGL  SELF STUDY
SVCE SCHL 0T RES SYCE SCHOOL  SELF STUDY

k GO SURVEY )

LEARNING IS A LIFESTYLE FOR LEADERS
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SYSTEMIC PRIORITIES
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DEPTH VS BREADTH IN DEVELOPMENT

(WHAT GENERAL OFFICERS SAY ABOUT WHETHER ALL OFFICERS SHOULL BE BOTH ' &,
EXPERT IN ART/SCIENCE OF WAR & FUNTIONAL AREA VS SOME IN EACH) > ‘-..*'
5 1 0CT 84 i
R

82 N

80 &_,% Yy

g

2 4

[ ART & FUNCTIONAL AREA [(SOME_IN EACH |

ru COMBAT ARMS lm COMBAT SUPPORT | COMBAT SERVICE SUPPOR'i specmﬂ [
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[ OPPORTUNITY FOR DEVELOPMENT

(WHAT GENERAL GFFICERS SAY ABOUT WHETHER THE OPPORTUNITY FOR CONTINUED
1g9 DEVELOPMENT SHOULD BE EQUA%LgC$EggHTED FOR ALL VS SOME)
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ALL OFFICERS [ GREATEST POTENTIAL |
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SPECIAL }
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DISTRIBUTION OF OFFICERS |

(YHAT GENERAL OPRICBRS SAY ABOUT YHERTEER "QUALITY" OFFICBRS
SHOTLD BR DISTRIBUTED BQUALLY VS RXCBPTED UNIT POLICY)
1 oCT 84

~—
bk s [uBDIAX = %
-
> e
L - 5 a0}
B~ =
I- -r‘ D
L™ z
. L)
E‘ v

78

e
- STRRRInHE

Y T
v

byt & 4 W BT
DR

S R R D]

JJ-6-A-56

------ o T T L TN Ty
- i e e N .

SRR I N P OO S g

- kSl - - "w"‘r'»'x“.‘ 2 ” -
e e o A s NI S R S S W




e e L N W N T Tl M W, IV & ™ S WAL T S L I PR I I SR E N Ty TR PR AL ERTS P Y T URIRY WL N TF LR LWL LS W T

k.

*A®E e

P
[

2

TR
.l

PDOS EESSSS

DEVELOPMENT FOR COMMAND

TG ASSUME COMMAND POSITIONS)

(THE HIGHEST PRIORITY OF PDOS SHOULD BE TO PREPARE QOFFICERS

COMPANY GRADE

[ FIELD GRADE

]54-/. ARREE GVERALL!

FERCENT

a 10 n i@

48

COMMAND PRIORITY

bal-
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ﬂii:f- -t

4

¢
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- II "l
((l l‘ l‘ ll l) I, l’

e

1 2 3
| COMMAND POSITTONS |

i Tl
»

(WHAT GENERAL OFFICERS SAY ABQUT WHETHER PRICORITY SHOULD BE
FOR DEVELOPMENT OF OFFICERleggTCg?MAND POSITIONS VS ALL POSITIONS)

| Ali POSITIONS

) COMBAT SUPPORT | [Z3] COMBAT SERVICE SUPPORT | B3 SPECIALI )
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SHOULD DEVELOPMEMT BE WEIGHTED? i
€% AGRFEING PROFESSIONAL DEVELQPMENT SHOULD BE WEIGHTED IN FAVOR ?252
OF THOSE WITH THE HIGHEST PROMOTION POTENTIAL) Y
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{b17% AGREE OVERALL]

g 1 24 Ay ¢ o 3 H s 98 19¢
* AGREEING DEVELOPMEIIT SHOULD BE WEIGHTEC

DEVELOPMENT FOR TOE VS TL .7

(% INDICATING WHERE INCREASED RESOURCES SHOULD BE APPLIED TOWARD
DEVELOPING OFFICERS IN THEIR BRANCH)
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AND COMPETENCY TESTNG

PFOMOTION TOJ SU00NY

% AGREEING MOST OFF ICERS ARE PROMOTED BEFORE BECOMING COMPETENT
AT THEIR EXISTING GRADE LEVEL)
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EHEE T
FIELD GREOE R 2
<bd <
2 it i 19CT 84

[32% AGREE OVEPALL]

1@ 28 le 3¢ 50 be
* AGREEING GFF ICERS ARE PROHOTELR TCO SOOW

Ic

SKILL COMPETENCY TESTING

(SHOULD CFFICERS PASS A COMPETENCY TEST PRIOR TO PROMOTION?)

@ COMPAMY GRADE
EZE FIELD GRADE
GENERAL OFFICER

TEST AL
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Bz PROMOTION POLICY

(% INDICATING THE CURRENT BZ PROMOTION SHOULD. PEMAIMN THE SAME,
BE EXPANDEDR, OR BZ SHOULD BE ABOLISHED)

45

A e
' WW“%W
# Y %

COMPANY GRADE

[Z] FIELD GRADE
DON T KNG A\
!NO CONSENSUSI
a 10 z8 3¢ 4@ 5@ 5

PERCENT

BZ FOLICY ENCUOURAGES SHORT TERM FOCUS

(% AGREEING POLICY QF EARLY SELECTIOM BELOW THE ZONE FOR N VERY
FEW OFFICERS ENCOURAGES SHORT TERM/HI-VIZ GOAL FOCUS)
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ROLE CLARIFICATION i

WHO IS RESPONSIBLE?

(WHICH OF THE FOLLGWING SHOULD HAVE PRIMARY RESPONSIBILITY FOR DEVELOP
MEMT IN YOUR PARTICULAR CAREER FIELD?)

[ALL ARE TMPORTANT, BUT...|

[3ATA INBICATE ROLE AMBIGUITY|

< e
FLOPOHENTTE e

%10CT 84

g 12 28 38 10 53 60 70 §0
PERCENT SELECTING & PAPTICHLAR PESPOMSE
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RESPONSIBILITY FOR EDUCATION

(WHAT GEMERAL OFFICERS SAY ABOUT WHETHER THE RESPONSIBILITY FOR
_ EDUCATICN OF OFFICERS RE?T8C¥IJH SCHOGOL HGUSE VS UNIT)
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RESPONSIBILITY FOR TRAINING

(WHAT GENERAL OFFICERS SAY ABOUT WHETHER THE RESPONSIBILITY FOR
_ TRAINING OF OFFICERS RESTSOg%TH4SCHUOL HOUSE VS UNIT;
1 8

138

NUMBER

SCHOOL HOUSE
R

RESPONSIBILITY FOR SOCIALIZATION

(WHAT GENERAL OFFICERS SAY ABOUT WHETHER THE RESPONSIBILITY FOR
_ SOCIALIZATION OF OFFICERS §E¥T34NITH SCHOOL HOUSE VS UNID)
1

18- sl
o 15F
&
b
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25
10
3
J == l
1 2 3 4 5 b
[ SCHOOL HOUSE | [ UNIT/MENTOR/INDIVIDUAL |

CEES ARNS | BB COMBAT SUPPORT | [ COMBAT SERVICE SUPPORT | E23 SPECIAL | j
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MANAGEMENT OF CHANGE

{WHAT GENERAL OFFICERS SAY ABOUT WHETHER CHANGES TO OPDS SHOULD

BE ACCOMPLISHED THROUGH STU?YOE'I@O%JE;S VS INTERNAL MECHANISMS)
88l |HEDIPN = 4'
- e
3%
2]
z
Z q0}-
28

1
STUDY GROUPS | [ INTERNAL MECHANISMS ]
| e comBat ARS | R comseT SuPPORT | FZE COMBAT SERVICE SUPPORT | E23 SPECIAL |

AUTHORITY FOR MAJOR CHANGE

(WHAT GENERAL OFFICIRS SAY ABOUT WHETHER HODA OR TRADOC SHOULD HAVE
FINAL AUTHOR:ITY OM DECISIONS IMPACTING ON ARMY - e.g. THS ACCOUNT)
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ELIMINATE EXCePTED UNITS

(ELIMIMATE £XCEPTED UNITS FOP QUALITY AND DISTRIBUTE OFFICERS EGUALLY
IAICPGE‘-S r‘x’HE P|E5T OF THZ ARMY - y.e., EQUAL CELLS IF QUALITY)
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General Officers desire equal

cells of quality and elimination
of "excepted units ...”
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OPDS GOOD NEWS

(MOST FREQUENTLY CITED IN CONTENT ANALYSIS OF GO SURVEY!

(1) SELECTION SYSTEM WORKS (69)

(2) 0PDS SYSTEM IS HEALTHY (1)

f3) OBC/OAC GETTING BETTER (48)

(4) CAS3 (38)

(5) SSC GETTING BETTER (34)

(6) FLEXIBLE SYSTEM (323 o 3

Also ...
. Officer Corps Strongest ever (GO)
. Duty satisfaction is high
. Officer considers self professional
. Mentoring style desired
. Schoolhouse not seen as “broken”
. ACS is helpful
. Unit aond individual are critical
to process
. Systemic priorities identified

The total system seen as

“not unheaithy ...”
But there are challenges... 4/
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LEARNING IS A LIFESTYLE FOR LEADERS
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. Climate needs work 5

. Officer preparedness suffers
in warfighting skills

. 3 R's a problem for many

. Leadership is critical ... but
there are not enough mentors

SCHOOLHOUSE

n

. Scheol occurs to 1ate for many

. OBC/0AC still lag

. Room to improve instruction
qual ity/methodclogy

. CAS3 requires decision

. GO’s need development prcgram

UNIT

. Unit programs need work
. Unit experiences critical but 733
many interruptions e

SYSTEM
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. Role ambiguity -- who‘s in charge?
. Reduce excepted units ... and
distribute to create equal cells : LT

of quality } :

LEARNING IS A LIFESTYLE FOR LEADERS
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Appendix 7 to ANNEX JJ

DISSIMILAR SURVEY PERCEPTIONS
(GENERAL OFFICER AND COMMISSIONED OFFICER)

1. PURPOSE. To identify those PDOS survey issues
about which general officers and commissioned officers
have dissimilar perceptions.

2. DISCUSSION.

a. Common ltems. Fifty-six items (to include six
demographic items) from the Commissioned Officer Sur-
vey are ‘“‘shared” with the general officer survey—i.e.,
they are exactly duplicated or are closely approximated
(see attached).

b. Dissimilar Perceptions. General officers and com-
missioned officers tend to have similar perceptions about
officer professional development with the following
exceptions: ‘

(1) Demographics. General officers tend to differ
from commissioned officers in four demographic cate-
gories:

(a) Source of Commission. In contrast to the com-
missioned officer respondents, there is a higher propor-
tion of general officers commissioned from USMA (39%
vs. 13%), and a lower proportion of general officers com-
missioned from ROTC (47% to 63 %) and from OCS (9%
vs. 20%).

(b) Civilian Education Level. General officers tend
to be more highly educated than the officer corps at large:
PhD (8% vs. 1%), Masters (86% vs. 42%), and
Bachesors (6% vs 55%). General officers also tend to
be more highly educated than field grade officers: PhD
(8% vs. 2%), Masters (86% vs. 70%), and Rachelors
(6% vs. 28%).

(c) Source of Graduate Degrec. The proportion of
general officers having participated in a fully funded
advanced degree program is essentially double that of
field grade officers and almost triple the commissioned
officer corps rate.

(d) Time Since Most Recent School. More time has
elapsed since completion of “most recent school” for
general officers (5 years) than for commissioned officers
(less than 2 years for company grade and less than four
years for field grade).

(2) Nature of Current Position.

(a) When asked to select *‘the skills and abilities
which are most important. . .in (your) current position,”
general officers tended to select “‘communication skills
(written and oral)” twice as frequently as the commis-
sioned officers (65% vs. 31%).

(b) The time horizon of the typical general officer
duty position tends to be “between 5 and 10 years,” while
that for the commissioned officer tends to be *“‘between
1 and 2 years’—between 6 and 12 months for company
grade and between 2 and 5 years for field grade.

(3) Promotion System. General officers tend to dif-
fer from commissioned officers on certain items deal-
ing with the promotion system:

(a) Selection of Best Wartime Leaders. General
officers disagree with the statement that “the promotion
system does not reward those officers who have the
seasoning and potential to be the best wartime leaders.”
Commissioned officers tend to agree with that same state-
ment.

(b) Below the Zone Promotions. General officers
disagree with the statement that “the policy of early selec-
tion of a very few officers for promotion below the zone
encourages officers to focus on short-term, high visibil-
ity goals commissioned officers tend to agree with that
same statement. General officers strongly feel that the
current policy for below the zone selections for promo-
tion should “remain the same as now” (82 %), while only
33% of commissioned officers feel the same; the
remainder of the commissioned officers desire either that
the current policy be expanded to include selection of
all those fully qualified for below the zone selection
(25%) or that below the zone selections be abolished
entirely (25%).

(c) Military Skills Competency Testing. While most
general officers and most commissioned officers support
the requirement for some form cf military skills com-
petency testing for promotion, more cominissioned
officers feel strongly against the concept (38 %) than do
general officers (28%).
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(4) Officer Education and Training.

(a) Keeping pace with high-technology. Gereral
officers tend to agree that “the Army Officer Training
System is preparing officers in their field to keep pace
with the fielding of high-tech systems.” Commissioned
officers disagree with that same statement.

(b) Attendance at CGSC. General officers feel that
“the number of officers attending CGSC (resident) each
year should “‘remain the same as now. Of those com-
missioned officers stating an opinion, most felt that the
number should be “‘expanded to accommodate all eligi-
ble officers.”

(5) Selflessness. General officers tend to disagree
with the statement that ““the officer corps today is focused
toward personal gain as opposed to selflessness.”” Com-
missioned officers tend to agree with that same statement.

(6) Officer Preparedness.  General officers tend to
be slightly more optimistic tha- commissioned officers
in the estimation of “what percentage of . . . officers

. would make good wartime leaders.”

(a) General officers feel “about two-thirds” of com-
pany grade officers would make good wartime leaders,
while the peer assessment for company grade officers
is “about half.”

(b) General officers and iiel¢ grade officers share
the same perceptions abou: the field grade officer per-
centage that would make good wartime leaders—"about
two-thirds.”

(c) General officers and commissioned officers tend
to agree that the weakest areas of officer preparation tend
to be warfighting, leadership and critical thinking (. on-
cept integration/cognitive) skills, although general
officers tend to rate the extent to which officers at each
grade level are prepared to perform their mission as at
least “good” (the lieutenant level is rated “adequate™).

3. A listing of the survey questions that appear on both
surveys is at TAB A.

TAB A - Shared Survey Items
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TAB A to Appendix 7

Shared Survey Questions*

Survey Question Numbers Brief Description

(01-06) (GO) Survey Question™*

A Ao Grade

C B Branch

D Cor MACOM

F E.ooooiiiiii Specialties

K Joint Service Schools Attended

L Ho oo Source of Commission

4 89 ... Most important skills
in current position

5 00 e Current position time horizons

9-16 3340 ...l Most important learning experiences

18 J o How recent was last school attended

27 48-53 ...l School occurs at right time in
career

32 Foo Highest civilian schooling education
level

33 G.oov Source of graduate degree

41 I-13 Officer preparedness/
wartime leadership

40 8 Officers exemplify warrior spirit

44 2428 ...l Greatest weakness in development

45 3340 ...l Greatest developmental experience

51 1 2 Education/Training System
enhances combat readiness

55 109 ..o Keeping pace with high-technology

56 67 e Small group methods of
instruction (MOI)

58 42 o Primary purpose of OBC

59 43 Primary purpose of OAC

60 44 L Primary purpose of CAS3

61 45 ... Primary purpose of CGSC

62 47 Primary purpose of SSC

63 S4 The CAS3 dilemma

57 S Joint/combined operation training

66 56 i CGSC as prerequisite for AFSC
attendance

67 57 o AFSC and CGSC equivalent

72 | Some duty assignments are more
important

73 126 ..o Weighting of opportunity for

continued professional development

*Exact or Similar.
**Refer to survey tables for exact data.
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Shared Survey Questions*—(Continued)

-,
¥

(ol alls

Survey Question Numbers Brief Description
(01-06) (GO) Survey Question**
74 123 .o Mentor iole
75 113 .o BZ selection encourages short-term
focus
76 63,114 ............... Officers are promoted too quickly
77 58 i How many should attend CGSC
78 59 Who should atiend CGSC
79 H2 ool BZ promotion policies
81 62 .. Primary responsibility for development
82 65 .. Evaluate commanders on
subordinate development
83 10 . Officer preparation for mobilization
84 129 ..o Highest priority for development
85 68 ... Increased resources:
develcpment for TOE vs. TDA
86 6l .. Competency testing
87 1 Schools as transition points
88 60 ...l How much time away from troops
89 3 OPDS: Enough emphasis on war/combat
90 4. Career development:
secondary to Army needs
91  J Survival of bold. creative officer
92 6 . Personal gain vs. selflessness
93 T o e Selection of best wartime leaders

*Exact or Similar.
**Refer {0 survey tables for exact data.
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Appendix 8 to ANNEX JJ

ACTION PLAN
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. DISCUSSION:

To present the action plan for the PDOS 2

I. PURPOSE

policy that would allow for the continued analysis oi the
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data obtained from both the General Officer and the

Commissioned Officer surveys.
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